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General Framework for Employment 
The production of this tableau de  bord falls  within the framework  of the follow-up  to the  'White Paper on  Growth,  Competitiveness  and 
Employment'. 
The abject of presenting this information in the form of  a synoptic table is to permit-an overview and an easy comparison of the measures taken 
in each Member State.  The individual sections also follow the headings of  the general framework for employment as presented in the Presidency  · 
Conclusions ofthe Brussels European Council on 10 and Il  December 1993. 
Every effort has been made to ensure the reliability of the information, within the limitations of the very synthetic structure of such .a ;table. 
The basic information has been gathered from many ofthe observatory networks run by the Commission, such as the Employment Observatory 
(MISEP and  SYSDEM) on employment policies,  the MISSOC network on social protec;:tion and the EURI network on  industrial relations.  A 
certain amount of the information also comes.from reports produced by the Commission, such as the 'Employmentin Europe' and the 'Social 
Protection  in  Europe'  reports  as  weil  as  from  different  services  Within  the  Commission,  and  in  particular DGII  and.  the  Task  Force  for 
'Prélèvement Obligatoires'.  Chapter 1 on education and training systems and Chapter6.1 on basic education and transition to working life were 
prepared by  the Task Foree for Human Resources in consultation with the Directors-General with responsibility for vocational training in the 
Member States.  The source of most of  the quantitative datais Eurostat publications.  In order to give more meaningful comparisons preference 
has been given to Community and international  sources,  even if data existat national leve!. 
The close co-operation established with Member States, in particular the administrations with responsibility for employment, social affairs and 
vocational  training,  was of great importance to  the preparation of this table.  However,  Directorate-General V of the Commission remains 
en  ti rely responsible for the information as  presented. 
w...,..~ 2 
This synoptic table was achieved in parallel with the computerisation of the networks of  the observatories, which will in the future allow access 
to more detailed and regularly updated information on the different measures ptesented in this table.  A CD-ROM containing aU  of the data of 
these observatories in a single database, called 'Socibase', is already available.  This medium is intended to complement the information which 
will continue to be provided through the regular publications of the Employment Observatory, as weil as MISSOC. 
This. synoptic table willrequire continuai work of an essentially ·  factual nature and it is hoped that it will lead to an improverhent in the mutual 
exchange of information on employment policies.  It is aimed in particular at facilitating and encouraging analytical and evaluation work at 
Community level, and within national frameworks,  on systems and employment policies as they adapt to emerging needs in order  to combat 
effectively unemployment within the Union.  · 
Brussels, 7 November 1994 
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(in  1988) 
Recent adoption of a series of measures relating 
to  employment policy 
employment, competitiveness and 
social seCurity, adopted on 17 
November 1993, a series of 
measures conceming the labour 
market were taken. 
introduced in mid-93 which 
involves the "activation" and 
decentralisation of labour market 
policy and the redistribution of 
employment through career 
breaks. 
A~tWttlment  of  tite ~mplqyment 
Promotion Law 
The Employment Promotion Law 
was amellded in April 1994 as a 
result of changes in the economie 
and budgetary situation.  This 
follows  on from measures adopted 
in January 94. 
5,1 
21.5 
28.2 
4.8 
23,3 
During the first half of 1993 the 
govemment presented a series of 
proposais ·  conceming labour 
market reforin. In 1994 laws on 
labour market reforms were 
adopted:Law 10/1994 of 19 May 
on employment promotion (in 
force since December 1993 
through urgency procedure); Law 
1111994 of 19 May amending 
certain articles of  the Workers' 
Statute; Law 14/1994 of 1 June 
regulating temporary employment 
firms. 1 
t 
34.8 
16.5 
Adoption by Parliament on 20 
December 1993 of a fh'e-year law 
on labour, employment and 
vocational training.  Prior to the 
adoption of this law, a series of 
emergency measures were taken in 
July 1993.  · 
Adoption of a new three-year 
Programme f<>r  Competitivenèss 
and Work. Adoption of  series of 
measures/recommendations arising 
out of  review of  industrial policy 
and tas!( force report on small 
business. Reductions made in 
Budget 1994 relating to social 
securityltax burdens on law paid 
work. 
~fajor new programme of 
Community Employment 
providing temporary employment 
opportunities, combined with 
modules of  persona! and skills 
development, has beè:n  embarked 
·upon. 
An agreement between the social 
partners adopted on 23  July 1993 
substantially arnended certain 
practices.  It is expected that the 
new govemment will proceed 
with the implementation of  this 
agreement 
On 8/3/94 the govemment 
convened the tripartite 
coordination committee to 
examine the conclusions of  the 
Brussels Council. A series of 
measures have been proposed and 
adopted by the Chamber of 
DepuÜes. 
•. 
Three worl<.ing groups comprisirrg 
representatives of severa! 
departments have been set up to 
examine the measures suggested 
by the Brussels European Council. 
In .December 1993 (Portaria 
1324/93) a set ofmeasures (active 
employment policy and 
prevention of  and fight against 
unemployment were adopted. 
Theserelate in particular to long-
lerm unemployment 
_, 8  'ô 
1.  Imp.roving education and training systems 
13.  Percentage enrolment from  1 
14. 
15. 
16. 
17. 
years) 
18.  Post-compulsocy edüça#oil~~i~~~.~l'.(2~s:l4)f. 
1.1.  De,·elopment of policies 
Strategie Objectives 
Decentralisation  Responsibility for the content of 
education and vocational training 
rests with the communities; tite 
delivery is managed by regional 
organizations. 
DENMARK 
Policy framework and aims 
established at national and sectoral 
leve! through trade committees; 
vocational training colleges and 
their local training committees 
bave responsibility for the 
planning and de li  very of  training. 
GERMANY 
Initial vocational training is 
divided between two training 
agencies (dual system): ente!J'rise 
and  vocational school for initial 
training in companies federal law 
is .in force. The Uhder are 
responsible for schools. The state 
recognised occupations (at present 
373) are defined according to 
labour market needs in close co-
operation of federal and  Lânder 
govemments and social partners. 
Vocational training policy 
detennined at national \evel. 
Training delivery cacried out by 
national public authorities; 
education institutions and private 
companies. 
The princip le objective of the 
National Training Plan (FiP) for 
1993-96 is to bring together 
. vocational training policy and the 
needs of production systems, by 
putting ·in place a national system 
of qualifications based on 
vocational diplomas and 
certificates. 
Responsibility for training policy 
in the framework of  the FIP rests 
. with the national gove:mment. 
The regions ace  consulted on the 
FIP and the autonornous regions · 
have responsibility for the 
management of  initial training 
and training for the unemployed. 
i 
1 
1 72 
46 
14 
. 58 
The objective wàs  set in  1989, 
that 80% of people should be 
educated to baccalaureate levet 
and  100  ~o to craft lev el (CAP). 
The legal framework is  set by the 
state which, along with the 
. regional councils, firtances public 
training programmes.  Priorities for 
training vary from region to  region 
in  accordance with needs. There is 
a diverse range of organizations 
invoh·ed in training delivery; 
private training bodies; public 
authorities; and employees. 
•  93 
so 
45.3 
58.3 
To secure 90% participation in. the 
Educational Senior Cycle by year 
2000 and to broaden the 
curricular content and vocational 
orientation of that cycle. 
To develop vocational education 
and training schemes as will 
ensure that skill needs for 
competitive .business are available 
in the labour force. 
To implement training and 
employment programmes 
(involving a capacity expansion of 
+  1So/o  by 1997) aimed at 
enhancing the opportunities for 
the unemployed to (re  )integrale 
into the active labour force. 
V  ocational training po  licy and 
implementation is the 
responsibility of the national 
· employment  ·and training authority 
FAS.  Separate national authorities 
• CERT and TEAGASC have 
responsibility for training in 
tourism and·  agriculture. 
The training policy framework is 
set at national leve! which 
outlines guiding princip  les; sets 
· specifie priority areas, regulatcs 
the professions and undertakés 
research. The regions are 
responsible for promoting and 
fmancing training ·actions 
èovering émploycd and 
unemployed people. 
Reference points are set for 
training policy inctuding the time 
to be  devoted to training; and the 
definition of key qualifications. 
Vocational training policy (inital 
& continuing) is the responsibility 
ofthe national Ministr)' of 
Edu~ation. Continuing training 
poli<y is  de,·eloped by the 
National lnstitute for the 
l>cwlopment of Coiltinuing 
Training. Vocational training can 
also be organized by the 
.  prof~ssional charnbers; and by 
municipaliiies; and privaté 
organi~atiops authorized by the 
1\-linister of national Education. 
Strategie objectives are to 
increase: the participation oflo~v­
qualified workers in training; the 
participation of workers in SME's 
in training; the transpatency of  the 
trainmg market 
Responsibility for vocational 
training policy is shared at 
national level by govemment, and 
the central fed<rations of 
employers and employees. ·rhe 
Regional Elltploymcnt Boards 
have responsibility for the 
implementation of training po  licy 
and training -provision . 
Strategie -objectives are in 
particular: the graduai increase of 
access to initial training, at !east 
one year, leading to a 
qualification for ali young people 
entering the labour market 
(including measures in the context 
of  the education system as we 11  as 
vocational training linked to the 
labour market); the development 
of continuing training, and a 
raising of  the qualification levels 
of  the workforce, in particular,cthe 
lowly qualified; workers in SMEs; 
workers in sectors in decline; 
workers affected by industrial 
restructuring (vocational 
conversion). 
Responsibility for \'Ocational 
trainint: policy rests  with central 
govemment and is  implemented 
through a public national ageney. 
The regions ar<  consulted on 
training policy through regional 
consultati\'e councils. 
UNITED  KINGDOM 
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63 
15 
6 
69 
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National targets for training and 
education attainment have beon 
drawn up by employees and 
endorsed by goùmment. They 
are  measurable targ~ts outlining 
minimum qualification le\'els (or 
young people and adult workers. 
The frarnework of vocational 
training po  li.:y  is  set at national 
leve! and implemented through 
locally basëd Training and 
Ent~rprise c,,un;il> (TicC<)  in 
En gland and \\'ales and Local 
Enterprise  Coun<ils (LECs)·in 
Scotland. Ther<  is  also  a \vid< 
range ·of prhate se..:tor provlsi .. ln. 
in  addition  10  the  ~:-,.1~nsin~ 
network of publidy fundcd 
Colleges of furt. her education,  /'}. 
each of which .is now  "1 
independantly managed. 
'1· Social partners 
Private sector 
,., 
JO 
The role of  thé social partners in _ 
training is  institutionalized at the 
federal, regional, sectoral and the 
enterprise Jevel. Their fonctions at 
alllevels are to set objectives, 
plan fmancing and to implement 
and monitor training policies. 
The private sector .is  a provider 
of:  initial training in an 
altemance-based system; 
continuing training for 
employees; and • with support 
from public funds • tutors and 
facilities for adult education and 
unemployed people. 
The role of  the social partners is 
institutionalized at the national, 
sectoral and locallevels as weil as 
in the fltltiS themselves. They are 
involved in the planning, quality 
and practical content of  training as 
weil as  apprenticeship exams and 
qualification needs. Some social 
partnet' organizations also delive• 
education and training courses. 
The private sector is  a provider of 
initial and continuing training in 
an altemance-based system for 
employees, young and 
unemployed people_ 
~-ëi  'li1!1ëi !!1  lifi!i!'• 4Jît  .  92  93  94  l 
The social partners' role in 
training policy is  institutionalized 
through committee participation at 
federal, IAnder and regional leve!; 
works councils; in f'ums  and 
through sectoral collective 
agreements. Their functions at ali 
levels include advising on the 
preparation and the 
implementation of  quality 
requirements; content and 
duration of  training for 
occupations; organisation of 
courses; and exam requirements. 
Some trade  associations and trade 
unions are als_o training providers. 
The private sector provides initial 
training for young people through 
the altemate based dual system. 
Continuing voèational training is 
carried out in an open system 
with many suppliers (enterprises, 
associations, schools). 
The social partners participate in 
national advisory councils on 
vocational training policy and 
research relating to vocational 
training. They also participàte in 
the certification committee. They 
have also been involved in the 
setting up and the implementation 
of  the training and guidance in 
programmes when 
•  training activities are 
innovative; 
•  co-operation among 
organisations at national or 
transnational levet is 
mandatory; 
participants involved in 
training activities make a 
fmancial contribution. 
The private sèctor provides 
training for: young people 
through an- altemance•based 
initial training dual system; and 
training for employees, which can 
be supported through public 
funds. It also participates in the 
are a of research and pilot projects 
The social partner organisations at 
national levet are consuhed on 
training po  licy as members of  the 
national General Council for 
Vocational Training. They also 
have an important rote in the 
development and approval of 
training plans for workers in 
enterprises. These plans are 
supported by public funds, but 
managed by the social partners. 
The FiP involves the private 
sector as part of  the aim of 
linking vocational training policy 
to production needs. Private 
sector enterprises are also 
involved in the development of 
qualifications for initial and 
continuing training. Training 
plans of  the public authorities, 
also include cooperation with the 
private sector in the preparation, 
development and implementation 
of training actions. 
j, The social partners are involved in 
the development of vocational 
training policy at the national, 
sectoral and fum levels. They 
contribote towards decisions on 
the planning, fmancing and 
management of training at various 
levels, for example thro\lgh 
collective agreements. 
The  pri~ate sector provides 
training places for:  young people 
undergoing initial training 
systems; and employees. 
The social partners are involved 
in the strategie direction of 
training policy through 
representatiol! on the boards of 
national employment and training 
authorities; and. on industrial 
training committees which direct 
national policy at industrial sector · 
leve!. 
The private sector provides initial 
training for young employees 
through an altemance-based 
apprènticeship system and 
continuing training for th.eir 
.employees. 
Social partners involvement is 
institutionalized through 
participation in policy committees 
at national and regional leve!. 
They are invo1ved in policy -
making for training quality and 
the relevance of training 
provision in meeting business 
needs. Sorne social partner 
organizations are also training 
providers. 
The private sector promotes and 
fmances training activities for its 
own employees. 
The  involvement of the social 
partners is ensured through the 
elected professional chambers. 
The charllbers participate in the 
dr;tfting of  training po  licy and  in 
its implementation. 
The private sector participate ùi the 
training of: young people through 
an altemance-based initial training 
system; and to  employees. 
The social partners are actively 
involved in definingfmaintaining 
the national qualification structure 
in accordanée with representatives 
of  the educational field, through 
sectoral bodies involvement of 
social partners with vocational 
education is furthermore reflected 
in collective agreements, and 
issues like initial and continuing 
training and training-leave. 
The private sector is  a provider of 
training for: young people in an 
alternance-based initial training 
system, and for employees. 
The social partners share with the 
government the responsibility for 
irnplementing the constitutional 
right to vocational training. Their 
role is  institutionalized through 
representation  at national leve( on 
the economie and social 
committee and the administrative 
council of  the institute for 
employment and vocational 
training. They also develop their 
own initial and continuing 
training programmes for work.ers 
and employers. 
The pri,•ate sector provides initial 
training for young people thiough 
an alternance based apprenticeship 
system, \'Ocational  schools, 
technological and other types of 
schools. They also provide 
continuing training for work.ers. 
93  94 
Private sector  employ~rs take the 
lead in  implementing training 
policy. Employers han. laken the 
lead in  seU:ing  national target;. 
TECs  i LECs. ar.e  also  kd by 
private sector employers at the 
local leve! and at the se.:toral -
le\·el employers take th.e  Jead 
through standard sening industry 
le.ad bodies and  indus~· training 
organizations. The  pri\·ate sootor 
is  also the principal training 
provider for: young people 
throilgh an altemance-based 
youth training scheme; their 
employees; and in pro,·iding 
" sorne training and work. 
experience for unemployed 
people through publidY fund<d 
programmes. 
1  1  JI Quality 
t1-
'. 
A range of measures are used to 
maintain quality including: 
increases in skill levels; 
unemployed people fmding work 
after training; quality certificates 
for training providers; and 
education inspectors. 
Projects by a national evaluation 
centre examine different aspects of 
education and training quality, 
including : objective factors (e.g. 
pass rates); organisation and 
delivery; and user evaluation. 
Other measures include quat'ity 
certification for training providers. 
ln the dual system apprentices are 
trained for state-recognised 
occupations. Contents of initial 
training and leve! of  requirements 
·are defined as minimum 
standards. New needs arising from 
·economie and teçhnological 
developments are taken into 
account in initial training through 
modernisation of contents and 
standards ·of initial vocational 
training and testing in mode! 
projects; the qualifications of 
training personnel: the 
development of dual initial 
training models in the tertiary 
sector in connection with or 
outside universities; the 
developm  ...  nt of  professional 
careers in middlelhigher posts by 
linking the content and timing of 
initial trg., additional 
qualifications .and continuing trg.; 
the introduction of language 
training in vocational training. 
Applications ftom private 
enterprises for training 
programme subsides are 
evaluated on a set of criteria, . 
including: the relevance of the 
training to the objectives of  the 
enterprise; the training materials, 
method, content and duration; 
and the availability of 
instructors. Quality will be 
increased through certification of 
programmes by authorised 
organisations minimum standards 
for training providets have also 
been established. 
Quality will be assured by: the 
creation of an. Interministerial 
Unit for Vocational Qualifications 
to update qualifications; the 
network of  N~tional Centres for 
Vocational. Training which is 
responsible for innovation and the 
development of  training courses 
for trainers; the creation of 
Centres for Training, IMovation 
and Development ofVocational 
Training, to analyse content, 
develop curricula and organise 
the trainmg of  teachers; minimum 
standards for training providers; 
programmes of  vocational 
guidance; and periodic evaluation 
of  the training system. 
• 
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i Quality control systems are being 
developed with a view to 
èstablishing clear tenninology of 
training provision; analysing the· 
relevance of  training provision; 
clarifying the nature of  training 
services. Also minimum standards 
for training providers are being 
introduced. 
A Training Programme 
specification standard assures 
quality in training design and 
covers: objectives; instruction 
methods and materials; and 
assessment systems. A national 
Standards Committee oversees 
quality managenient and policy. 
Therè is also sorne inspection and 
certification for extemal training 
procedures. 
Evaluation of  trainiDg 
programmes • in particular 1hose 
supported by the European Social 
Fund • is being carried out A 
number of  evaluation initiatives 
have been launched to develop 
and compare evaluation models. 
"Total quality" is  being developed 
in the context of  training and ISO 
standardS are applied to sorne 
training_ courses. Other evaluation 
methods are being examined. 
Legal regulations and guidelines 
are set covering the quality and 
organisation of  training. In 
addition to the traditional 
inspectorate, visits by "outside 
peers" are encouraged to assess 
the quality management b-y the 
institutes themselv~s, access to the 
job of trainer is traditionally based 
on a set of qualifications 
unilaterally dèfmed by the 
Minister of education. These 
qualification requirements are to 
be developed from profession 
profiles by representatives from 
the education field quality control 
is decentralized to the levet of 
institutes, within the frameworlc. of 
legal regulationslguidelines  .. 
Quality is maintained through 
legal provisions arid guidelines 
setting minimums in particular for 
initial training there are reference. 
frameworlc.s  to ensure quality, 
worlc. bas been started on 
establishing c'urrent needs to 
regulate the training marlc.et,  with 
a view to introducing a . 
certification sys}em for vocatio11al 
training. 
Providers of training for 
govemmellt programmes have to 
be appf9ved; othei training rs 
measured through the outputs  in 
terms of national vocational 
qualifications achièved by 
partiCipants. 
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13 1.2.  Promotion of life-long learning 
Provision 
Promoting Access 
·~  14 
Basic and initial education 
programmes for adults; adult 
education for persona! 
development; education for social 
advancement (evening and week-
end courses in general and 
vocational education); training 
programmes for employees and 
unemployed people and for self· 
employment; support for training 
in SME's. 
Paid study leave for approved 
general or vocational education 
for workers. Employers costs are 
(fully or partly) covered by public 
funds. Tax relief for individuals 
for training expenses; payments 
and bonuses for unemployed 
people whilst training. Measures 
to promote training for "risk 
groups" • people with disabilities; 
workers under threat of 
unemployment; long-term 
unemployed; older workers. 
Reduced social security 
contribution for employees 
recruiting workers to train. 
Training levy on employers of 
0.15 %ofwage bill (1993-94). 
Basic or advanced education and 
training for adults; open education 
courses (part lime further general· 
and vocational education); public 
training provision for skilled and 
semi-sk.illed workers; enterprise -
oriented courses to  mee! specifie 
business needs; training "offers" to 
unemployed people; self-
employment support programmes. 
Free access to many continuing 
training courses and. progiamrnes; 
up  to  1 year's leave on approved 
adult education or vocational 
training courSes, trainees receive 
unemployment benefits (which can 
be supplemented by the 
employer); adult employees with 
low educational attainment can 
take part in  general and vocational 
education courses during working 
hours. Training for "risk groups" -
people with disabilities, ethnie 
minorities. Payment for 
unemployed people whilst 
training. 
1 
Continuing training and general 
education measures for adults 
with few qualifications; in-school 
continuing training for trade and 
technical specialisms; advanced 
and further training for 
employees; training measures for 
unemployed people; and support 
for training in  SME's. 
Nine Uinder have educational 
leave laws implemented through 
collective agreements. Most 
provide S days per year. Federal 
and Uinder grants are available 
for investrnents in training 
facilities and for individuals. 
Special "target groups" for 
training support are: the long-term 
unemployed; older workers; 
younger workers; and workers in· 
SME's.  Payment for unemployed 
people whilst training. 
Adult further education and 
vocational training programmes 
for:  employees to improve career 
prospects; low qualified workers; 
and unemployed people. 
Access to training is  a matter 
d.etermined by agreements , 
between employer and employees. 
Free access to many vocational 
training programmes and the 
payment of grants to trainees. 
Special target groups for training 
include: people with disabilities, 
ethnie mill.orities and the low-
qualified . Increase of traditional 
professions (handicraft,  . 
silversmithery etc.) training i~ 
specialities leading to 
employment Tax exemptions for 
training for certain qualifications. 
Training levy on employees of 0,2 
o/o (1993) of  the wages bill, 
refunded on the implementation 
of approved training programmes. 
Further co-operation with the 
social partners is  developing 
access to continuing. training 
throughout working life. 
Initial training is concentrated in 
education centres situated 
throughout the country. 
Continuing training can also be 
provided at these centres. 
Access to initial training is 
assured through the provision of 
information to those seeking 
training and through the growing 
num.ber of training centres. The 
majority of  secondai')· education  , · 
institutes also provide vocational 
training. Access to continuing 
training is assured through 
collective agreements. To 
promote and stîmulate these 
agreements, the National 
Agreement on Continuing 
Training, signed in  1992, 
provides for part fmancing by 
public funds of  the costs of 
training plans in enterprises or 
joint training plans (involving · 
severa! SMEs) for SMEs with 
less than 200 people. The link 
between initial and continuing 
training is  ensured ·by the 
connection between the diplomas 
for initial traiiting and the 
certificates for adults participating 
in training at different stages 
througltout their working life. 
Workers  also ha\·e a right to 
training leave for v0cational 
education. 
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·  Vocational training programme$ 
for employees and unemployed 
people; basic education and 
training programmes for Jow-
qualified adults; education for 
social and cultural advancement; 
support for training worl<ers in 
SM Es. 
Rights to training and a 
recognized qualification and to 
paid leave for vocational education 
and training activities included in 
the enterprise training plans. 
Duration and terms subject to 
agreement between employer and 
employee. Training credits for 
training leave are being developed. 
Priority public training provision 
for;  long term unemployed people 
and older worl<ers. 
Business training plans must 
indicate the priorities for training 
and cite activities for training for 
low-qualified worl<ers; 
management of working time and 
training; and fmancing.  Tax relief 
for business and individuals on 
certain types of  training 
expenditure. Payments for 
unemployed people whilst 
training. 
Training measures for basic adult 
education; training of  employees -
in particular, those affected by 
industrial change; low-qualified 
employees; workers in  SME's, 
employees in new industries· 
locating in lreland; and managers. 
Further training measures for 
unemployed people and for 
training for self-employment. 
Training geants to ftnns 
submining satisfactory training 
plans. Levy-grant system with 
rates varying by industrial sector 
raitging from 0,25 % to 1,2S % 
(1992). Refunds provided in the 
basis of  a satisfactory testimonial 
of  training carried out from the 
Chief Executive of  the enterprise. 
Priority groups for publicly 
funded programmes are long-term 
unemployed people and people 
with disabilities. Payments for 
unemployed people whilst 
training. 
Evaluation of  training 
programmes - iri Training 
programmes for unemployed 
people and workers affected by 
industrial change in 
disadvantaged areas where there 
is a serious imbalance between 
labour supply and demand. In 
company and further vocational 
training progranunes for 
employed people in other cases 
where there is an imbalance 
between labour supply and 
demand. 
Legal framework provides for a 
right to continuing training. 
Agreements between social 
pirtner$ at national, regional and 
company-le:Yel provide structures 
to promote access ini:luding 
special Jeave for pr\)fessional 
trainingduring working hours. 
Reduction in ·  employment costs 
for young people undergoing 
training. Payments for 
unemployed people whilst 
training. 
Training programmes for; basic 
education for adults, long-term 
unemployed people with no 
professional qualifications; job-
seekers wishing to return to the 
labour marl<et or change jobs; job 
seekers with professional 
qualification who have difficulties 
in fm. ding a job in lme with theit 
skilts and expectations. 
Sorne sectoral collective 
agreements provide for paid 
special leave for training to 
further the interests of  the 
enterprise. Negotiations are 
underway at national leve! on 
regulating access to and 
exercising the right to training. 
Priority groups for public training 
measures include the long-term 
unemployed, people with 
disabilities, workers affected by 
indl!Slrial change. Payments for 
unemployed people whilst 
training. 
The provision of adult education is 
combined between publicly funded 
and commercial educational 
services. Distinction is made 
between "second chance education 
and training" (  disadvantaged target 
groups), schooling of  the (long 
term) unemployed, schooling of 
active labour force and "adult 
education for persona! 
consumption". Oovernment po  licy 
is directed at stimulating 
transparency of  the marl<et of 
(publicÎy/privately funded) 
educational services for adults. 
Training leave is implemented 
through collective agreements. On 
average. one to three da  ys per year 
are granted, but in exceptional 
cases Jeave can be for between 
eight and ten days. Priority groups 
for publil'IY funded training 
measures are low skilled workers; 
long-term unemployed people; 
ethnie minorities; people with 
disabilities and worl<ers  in small 
and medipm-sized enterprises. 
Orants are available for 
unemployed people whilst 
training. 
Basic arid secondary education for 
adults; training courses for: 
employed and unemployed 
people; management training for 
small and medium-sized 
enterprises and co-operatives. 
Access to vocational training is  a. 
constitutional right Financial 
support for training cao be 
provided for unemployed people 
and unpaid training leave for 
those at risk of  losing theit jobs. 
·Special training measures have 
been implemented for the long-
term unemployed people with 
disabilities; ethnie minorities; .and 
workers affected by industrial 
change. 
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Employees are encouraged on  a 
voluntary basis to develop their 
employees. The lnvestors. in 
People standard sets a 
benchmaik. There is  extensive 
provision Tor trainïng and 
vocational education for young 
people an(! adults, including the 
unemploye, and covering 
vocatioilal skills, enterprise 
training. and basic skiUs 
deliveied via traditional courses 
and by open and flexible 
learning. 
Access to training and to paid 
training leave are matters for. 
agreement between employees 
and employees. Tax relief  and 
subsided Joans are available to 
individuals paying for training 
leading to national vocational  ·  1 
qualification. "lnvestors in 
People" initiative promotes the 
integration of training into 
company plans and objective~. 
Allowances paid to unemployed 
people whilst training. Those 
eligible for public training 
programmes include; people with 
disabilities; ethnie minorities; 
people in  large sca(e 
redundancies; and labour marl<et 
retumers. 
trs-
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1.3.  Adapting to change 
Ski!Lneeds 
!(p 
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Equal opportunities are promoted 
through positive actions for 
women including information alld 
advice; training in non-traditional 
occupations; and support for 
women with children. 
Skill needs research undertaken 
by the Communities includes: 
vacancy analysis; analysis of 
pro gramme take-up; labour 
matket 1 education study groups 
on specifie issues. 
Measures to promote equal 
opportunities include a one year 
vocational education and training 
programme for women. 
Trade and branch committees 
study training and qualification 
needs through qualification 
analysis and close contact with 
companies on training and skill 
needs. 
Equal opportunities measures 
include support for women with 
few qualifications and advice and 
guidance to re-integrale into 
working life after an absence from 
the labour matket. 
Skilt needs and assessments are 
èarried out by the Federal 
Govemment and the training 
authority analysing training 
behaviour, qualification profiles 
and labour conditions. Other 
forecasts  are commissioned 
examining the demographie 
changes and labour needs. 
Equal opportunities are promoted 
through increasing support for 
women with children or other 
responsibilities. 1'raining for 
people with special needs. 
Skill needs are assessed by 
tripartite committee in each 
prefecture, which is  organised by 
OEEK. 
Skill needs research is carried out 
by OEEK in the field of  the EC 
programme FORCE. 
ln the FiP Priority is given to 
women retuming to the labour 
matket after a long absence. They 
are also given priority ln the 
"Plan for Training and 
Occupational Integration" which 
focusesupon the unemployed. 
This plan applies the principle of 
equality in the selection of 
trainees. 
A systrn, of skill needs analysis 
has been introduced which 
includes sectoral studies to 
examine the characteristics of 
production processes and the 
changes in occupations. On the 
basis of these studies training 
provision is revised.  The training 
needs of  jobseeken are also 
evaluated in the light of  training. 
provision, in order to target 
provision more effectively. 
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! Business training plans must 
indicate action being laken to 
promote equality of opportunity. 
Modular training provision for 
women retuming to ·the labour 
market. Pilot projects are being 
undertaken examining 
diversification of vocational 
programmes for women. 
---
Studies of  skill needs are 
undertaken in sectors identif.ed in 
consultation with the· social 
partners. These focus upon future 
economie developments and their 
impact upon qualification needs.  A 
network of regional employment 
and training observatories also 
provide statistical information on 
training activity and undertake 
studies into training and 
qualifications needs. 
Positive action measures in 
particular advice and. re-training 
provision to help women re-
integrale into the labour market 
after a period of absence. 
.Future skill needs are assessed 
through the occupational 
manpower forecasting mode!. This 
currently provides forecasts for 
the period 1991_"96 and examines 
demographie trends, sectoral 
-composition of  employment, 
changing qualification needs, 
labour demand and occupational 
profiles. Other studies of  skill 
shortages based on vacancy 
analysis are carried out. Sectoral 
manpower studies aim to identify 
manpower and training needs over 
a S·  lO  year period. 
The (egal framework pro  vides for 
positive actions in the fieid of 
equal opportunities and seeks to 
proin.ote:  improved participation 
<!f women in training; integration 
of women in· occupations where 
they are under-represented; 
reorganisation and more flexible 
working arrangements. 
Sorne regions have forecasting 
models for skill needs. An 
agreement with the social 
partners foreseès the development 
of bilateral. organizations dealing 
with research on training 
requirements and futùre design of 
training standards. 
Publicly  .. funded training measures 
to hj:lp women who wish to 
retum  to the labour market after 
a period of  absence. 
The National lnstitute for the 
Development of Continuing 
Training undertakes, together with 
the professional chambers,  ' 
analyses of trai11ing activities and 
methodologies of continuing 
training. 
Next to segregated services 
directed at qualifying women for 
"the labour market, educational 
policy also aims at equal 
opportunities within the initial 
education and training system. 
Policy on equal opporiunities is 
not restricted to gender issues, but 
is also directed at opportunities of 
disadvantaged target groups like 
migrants, handicapped and people 
with insufficient qualifications. 
Through active involvement of 
sectoral social partners in defining. 
standards for qualifications, the 
national vocationai qualification' 
structure is updated to adapt to 
qualitative changes in skill needs. 
Training measures target young 
and adult women to assist their 
persona! and vocational 
development. Activities include : 
basic. vocational· training and 
education; training in  management 
and new employment fields; and 
in non-traditional professions. 
An analysis of the qualification 
needs has been de\'eloped at 
national leve! for the medium and 
long-lerm taking into account; 
professional groupings, labour 
forecasts in different sectors; and 
above ali new ,·ocational profiles. 
Short-term skill and trainiilg 
needs of  business es  is  established 
through data collected from 
companies (the latest information 
relates to  1993-95). 
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Training provision seeks to  be 
flexible to reconcile domestic 
responsibilities, and facilitates 
part-lime participation and 
provides support for child care 
costs. Those eligible for public!: 
funded training provision is  given 
to labour  .market returilers and 
Jone parents. Training provision 
includes: confidence building; job 
search techniques; training 
courses including in management· 
and non-traditional occupations. 
An annuai anaiysis of labour 
market skilltrends is  undertaken 
based on changing occupatiôna! 
structures within sector>; ther<  :> 
regular analysis of skill needs at 
sector leve! to feed  into 
competence based qualification 
standards; local labour market 
research is  carried out by TECs 
LECs and shared with J:olleges of 
Further Educ;~tion; and sorne skill 
needs analysis is  undertaken by 
employers. 
!1 
~-Application of new tecnologies to training 
Industrial Change 
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BELGIUM 
Workers effected by industrial 
change are an "at risk" group and 
a priority for re-training through 
pul>licly funded masures and 
programmes. 
Computer-based training and inter-
active video materials used )Jy 
sorne employers and training 
providers in the public sector. In 
the public sector new leaming 
forms and methods are under 
development. 
Workers affected by industrial 
change are a priority group for re-
. training through publicly funded 
measures and programmes. 
Distance leaming materials are 
being developed, including multi-
media leaming programmes and 
interactive systems. Technological 
changes are taken into account in 
the revision of training content 
and qualifications. 
Publicly funded measures 
pro\·ided to retrain workers 
affected by industrial change who 
are a priority group. An action 
plan for  retraining and workers 
bas been implemented in the new 
Linder. 
During the last year the use and 
the application of  new technology 
is  an integral part of  the 
secondary education. 
A distance training programme is 
being developed by OEEK, 
·linking three I.V.T.s. 
Workers affected by ind.ustrial 
change are a priority group for 
support from publicly funded 
training measures. 
Training courses incorporate both 
the theory and the .use new 
technology. New training 
techniques using new technology 
are tested in special centres, 
before being disseminated and 
applied more generally. 
The FiP takes  into account 
workers who are threatened by 
industrial change. The National 
Agreement on Continuing 
Training provides fmancial 
support to requalify workers 
threatened by unemployment. 
-1 Developments in new technology 
taken into account in reassessing 
qualifications. A research centre at 
the use of  new technology in 
' education is being established. 
Worlcei'S threatened by industrial 
change are a priority group for 
publicly funded re-training 
programmes. 
Worlcers  affec~d by industrial 
change .are a_ priority group for 
publicly funded training provision. 
· Workers affecte4 by industrial 
change are a priority group for 
publicity fun4ed re-training 
measures. 
The Public Researéh Centre 
stimulates and undertakes 
research and development 
activities and carries out activities 
organizing technology transfer 
between public and private 
sectors. lt als9 advises companies 
on the implementation of new 
technologies and the 
dissemination of  information as 
well as providing sorne training 
courses for executing to update 
their knowledge of  new 
technologies. 
Workers  affected by industrial 
change are a priority group for 
publicly-funded training 
measures. 
A Govemment injtiated 
programme called PRESTO (1992-
1994) has increased the 
application of new technologies in 
vocational training considerably. 
Links  with associated european 
actions have been established, to 
be continued from  1995  onwards 
in synergy between 
LEON  ARDO/Communit)· 
lnitiatives/R&D- Programmes of 
the EU themes linked with new 
opportunities of  telematics (like 
access of educational institutes to 
electronic highway) are currently 
prioritized. 
Policy regardirig innovation of 
vocational trainirig is movirig 
towards an integral policy for 
further development of  the 
, national "knowledge 
infrastructure" is an iritemational 
perspective. A priority issue is 
"transference" of R&D-Results to 
the labour force through initial and 
continuing trairiirig. Furthermore 
the importance of "key 
qualifications" is  beirig 
increasirigly stressed in  \'iew of 
the need forlifelong leaming. 
Parlicular importance is· given to 
. the integration of  new technology 
into education and training 
programmes, as well as to specifie 
trainirig iri new technology, 
Worlcers affected by industrial 
change are a priority group for 
support from publicly funded 
trainirig programmes. 
New technology has been used to 
develop an infrastructure for open 
and flexible leaming. Activities 
include the production of 
materials such. as texts, audio and 
video tapes and technology base_d 
trairiirig products; consultancy 
and trainirig needs analysis for 
companies developirig customed 
leamirig materials and systems. 
Broadcastirig and. open leaming 
methods are used through the 
Open University, Open 
Polytechnic and Open Colle ge. 
Higher education busiriess 
partnerships supported to 
facilitate technology transfer, 
further trairiing and exchanges 
between the science base and 
iridustry. 
Consultancy and advice is 
available to companies 
undergoing industrial change 
Workers in 1arge"scale 
redundancies can receive 
immediate access to publicly 
funded training courses. 
l1 
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2 - 3.  Greater internai and externat flexibility - Reorganisation of employment 
Situation 
19 ...  Temporary employment (%oftotalemployment)  5.1 
20.  Self-employment (%of total employment)  14,9 
21.  Undeclared employment  o/o of GDP (1988)  S-10 
22.  Productivity (OOO Ecu)  42.13 
23.  Early retirement(% of employees over 49 years of  age)  1.93 
24.  Length of service . average, mediân 
25.  Average weeldy working hours  38 
26.  Part-time  employment(~  ()qotat employm.e)lt)  11,8 
27.  InYoluntary part-timeemployment{%of8ctive  2.9 
population) 
28.  Hour! y wage costs in ~u  ·  1 18.78 
29.  Annual wage variatiqll, 
30.  Proportion of workers earning less thari 66% 
of the  median wage 
31.  Rate of  trade union membershlp 
Separation  of legislationlcollecti\'e  agreements 
and state intervention 
67.5 
Coordination between collective agreement levels 1 The multi-indusllj  ~gr#elr!~llt 
Main collective agreement leve! 
'a.t> 
8.8 
Autonolny Of social partners,. but 
subStaritlal· st&te iritèrvention iri 
The multi-industry agreeme!lt 
encompasses sectoral agreerilënts 
9.S 
9.2  8.6 
company agreements 
Sectora!. 
14;7 
. 3S.2  35.4 
94 
32.2 
~ 
~ 
33.08  1·~ 
&.S  7.2  4.6 
17.8 
lnterlocking: the multi,iridustry . 
agreement en.compa5ses the 
sectoralagreelnent. Which 
.  enc9f11pas$ès tl!• company 
l!~~.n~rt  ··  ·· 
1 10.1 
1 "' 
12.S 
.5-10 
43.03  4S.66 
1.07 
10,1 yem 
39.1 
12.1 
0.3 
4.4 
14 
10.6 
38.8 
12.7 
3.6 
7,.5  year$ 
2.7 
Legis1ati<>n imp<>rtant; centralised 
system; increasÙlg autOIJemY  ~;~f 
social parmers (Auroüx)a\Vs). 
Anempt to .dearly sep~~~  tlle 
1evels (via the AurouxJIIws). 
Sectoral 
9.1  .·[9;~  10  .. 2 
49.70  St72 
3.1 yean 
3.1  2.4 
.r ()vc:irlap of.legislati<>n and 
Sect<>ral  and company. 
13.7 
J 26:4  23.9 
>10 
14:19  11AS  17.65  18.19 
O.O!L 
. 4.64 
liU  13.9  7.7  6.2 
49 (1987) 
Principle of autonomy ofpartners; 
Statt's •  rott StiJl  iinpoÎ'Iani 
Seotoral 
93  94 
.5;3 
13.1  12.6 
<:S 
3L69  32.01  32.29  34.55 
0.19 
7.9ye.ts  4.4 years 
38.1 
23.5 
2  .. 2 
t3.21 
8.1  5.9  4.2  3.3 
agreements very 
important; no State involvement; 
princip le of bipartite agreements. 
· Sectoral and  occupational 
categoiy, increasing1y at local lad. 
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2.1.  External flexibility 
. Probationary period  Blue-collar wo. rken: 14 days;  .  ··1  White-c:ollar. worken: 3 months • 
\\'hite-c:ollar worken: 6 months; if  14 days' notice required. 
pay  > FB 1.005.000: 12 months. 
Period of notice  1 Blue-collar worken: 7 days after  Blue-collar worken; no statutory 
6 months' service; 28 days after  period, but generally inc1uded in 
20 years' service; 56 days after  collective agreements; 
over 20 years' service;  White-collar worken: min.  1 
\\'hite-c:ollar worken: statutory  month for 6 months' service or 
period of 3 months for each  less; max. 6 months for worken 
period of 5 years' service, subject  with more than 9 years' service. 
to a minimum of 3. months.  The 
period may be extended by 
collective agreement. 
32.  A  vera ge. redundancy. pay  1·· 22 weeks' pay (employees)  1 up to 13  weeks' pay. 
(Subject to certein conditions) 
Collective dismissal  1 Subject to the provisions of the  Subject to the provisions of the 
European Directive; case law and  European Directive. 
the National Labour Council play 
significant role. 
Importance of collective 
bargaining within companies: this 
often makes it possible to award 
additional compensation in  excess 
of the statutory minima and the 
widespread use of  early retirement 
as  a me  ans of softening the blow; 
33.  Fixed-tenn contracts 
regulation  y  es  no 
restrictions  no  no 
max. duration  ·no  no 
21- renewable  no  y es 
allowance on termination of contract  no  no 
possibility of fixed-term contract  y  es  no 
22 
Not laid down by law; not 
normally longer than 6 months. 
Minimum period of 4 weeks; for 
notice given by employer: 
1 month after 2 years' service, 
2 months after S years, 
3 months after 8 years, 
4 months after 10 years, 
5 months after 12  years, 
6 months after 1  S years, 
7 months after 20  years.  Period 
may be extended or shortened by 
collective agreements or extended 
by individual agreements. 
J  13  weeks' pay (estimaté). 
Subject to the provisions of the 
European Directive, important 
provisions include the part 3 ·of 
the Protection against Dismissal 
Act and the provisions on changes 
in the enterprise in the 
Constitution of Enterprises Act. 
Social measures are taken at 
company levet, including in 
particular compensation for the 
Worlcen concemed. 
yes 
yes 
18  months 
y es  (on objective grounds) 
no 
no 
2 months 
Blue"c:ollar worken: no statutory 
period of  notice; white-collar 
worken: from 30 days after .2 
months' service to a maximum of 
24 months after 28 years' service. 
129 weeks' pay. 
1 Subject to the provisions of  the · 
European Directive. 
y  es 
y es 
no 
twice 
no 
y  es 
Managerla1 staff: 9 months; 
Technical staff: 6 months; 
Other worken: 2 months. 
J 30 days. 
143 weeks' pay 
1 ls aligned on the  1975 European 
Directive; 
y  es 
y  es 
36 months 
y  es 
y  es 
y  es 
1 
{ 
' 
f 
1 
1 
1 FRANCE 
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White-collar workers: 3 montbs; 
Others: 2 weeks or 1 month 
depending on the length of 
contract. customary practices or 
agreements (collective or 
individual). 
1 month after 6 months-2 years' 
service; 2 months after more than 
2 years' service. 
17  weeks' pay 
Subject to the provisions of  the 
European Directive; need for a 
redundancy programme and 
monitoring of the programme. 
The govemment pays great 
attention to the content of 
redundancy plans proposed by 
semi-public undertakings. 
y  es 
y  es 
18 months 
twice 
y  es 
y  es 
No statutory provisions, though a  Statutory provision: 6 months. 
period of 6 months is often used 
as  a .  basic criteria. 
1 week after 13  weeks' service to  1  No statutory provisions 
8 weeks after lS or more years'  conceming period of notice. 
service.  Determined by collective 
agreements. 
1 8 weeks' pay  1 45  weeks' pay. 
One month per year of service. 
Sul:lject to the provisions .of the  Multi-industry agreement of 
European Directive.  1965: grounds for re  dun  dancy 
At !east 30 days' notice must be  could be technical development, 
givento the Minister for  the economie crisis, restructuring; 
Eniployment and Ente.rprise and  no reference was made to the 
the indus  trial representatives· if  20  number of  redundancies..  Since 
or . more  people are employed.  1991  more specifie cules 
authorising redundancies in 
association with the European 
Directive. 
no  yes (Propos•! in July 1994) 
no  yes 
no  6 months 
y  es  no 
no  y  es 
no  y  es 
Between 2 weeks and 6 montbs.  12 months  l  Domestic staff: 2 months; highly  1  No statutory provisions. 
Exceptions: must not exceed three  skilled staff: 6 months; Others:  1  S 
months· for low-skilled workers  days. 
and 12 montbs for employees 
whose gross monthly eamings 
reach a certain leve!. 
2 months aftet up to 5 ycars'  · For workers paid on a weekly  60 da  ys in cases of collective  1 week after 1 month's to 2 years' 
service, 4 months after 5-10 years'  basis, one week; for workers paid  redundancies and redundancies  service;  1 week per full year 
serviee, 6 months after 10 years'  on a montilly basis, one rnonth.  due to abolition of  job or failure  (max.  12 weeks) after 2'12 years' 
service and above.  This minimum period is extended  to adapt  service. 
to 3 weeks for workers aged over  Ali employees acquire the right to 
50 after at !east l yeats service.  a statulory redundancy payment 
Additional period:  l  week per  after a qualifying length of 
year of  s~ice cxceeding 21  service with the employer, 
years' service + l  week per ycar  generally two years. 
of  sen·ice exceeding 45 years' 
service. (Amendments proposed). 
1 Average pay: 1-3 months' pay for  Il weeks' pay  10 weeks' pay  1 21  weeks' pay 
blue-collar workers and 1·12  One month's pay per year of 
montbs' pay  for white-collar  service. Minimum duration: 3 
workèrs after 5 years' continuous  months. 
service with the same employer. 
Jbe 1992 European Directive was  1  Subject to the provisions of  the 
transposed. into national law in  European Directive. · 
1  Subject to the provisions of the 
European Directive. 
1 Subject to the provisions of the 
European Directive. 
1993.  Collective dismissal is 
defmed as the dismissal of 7 
workers within a period of 30 
days or lS workers within a 
pcriod of  90 days. 
y  es  y  es  y es  no 
y  es  )'es  y  es  no 
24 ptonths  no  36 111onths  no 
ll  twiéé  onet  twice  y  es 
no  no  .yes  no 
.y  es  no  y  es  y  es  23 2.! 
H.  Temporary employment contract 
regula~ion 
~'1 
regula~ion of temporary employrnent agencies 
restrictions 
max.  duration 
renewable 
allowance on termination of contract 
Other. types of regulated contract 
Early retirement 
yes + collective agreements 
y es 
y  es 
3 months 
once 
no 
no 
y  es 
y  es 
3 months 
y  es 
no 
for a specifie job  1 • apptenticeship 
•  replacement (max. 2 years) 
training (ma.'l:.  1 year, 90% pay) 
apprenticeship. 
Contractual bridging pension 
Possibility of early retirement at 
the age of 58 (57 in sorne cases) 
if replaced by a wholly 
unemp  loyed pers  on,  with 
payment of unemployment benefit 
and a supplementary amount paid 
by the employer. 
ln the case of enterprises in 
difficulty or being restructured, 
the conditions relating to age, 
notice and replacement may be 
changed. 
Early retirement pension 
Pension for persons aged over 50 
for social and health reasons. 
Voluntary ear~· retirement 
aUowttnce plan (VERPS) 
Enables workers and unemployed 
people aged between 60 and 67 
who have paid contributions into 
an unemployment insurance fund 
to  bene  fit  from voluntary earl y 
retirement.  Employers and the 
state also contribute to 
unemploym~nt insurance fonds. 
Temporary allowance 
Possibility for the long-term 
unemployed aged between 55  and 
60 to withdraw partially or wholly 
from  the  labour market. 
y  es 
y es 
6 months 
y  es 
no 
for casual or intermittent work 
apprenticeship 
Early retirement pension 
!>-!en  and women who have 
reached the age of 63  (or 60  in 
the case of invalidity) and have 
paid insurance contributions for 
3  5 years, or who  have reached the 
age of  60 and have pa  id  180 
months' contributions provided 
that they have been unemployed 
for one year during the past 18 
months and have paid compulsory · 
contributions for  8 of the past 10 
years. For women aged 60 who 
have paid contributions for 180 
months and have pàidcompulsory 
contributions for more !han 10 
years  after the age of 40. 
Temporary employrnent agencies 
.are prohibited 
•  apprenticeship 
Early retirement pension 
From 1.1.93: for insured persons 
aged 60  in difficult or unbealthy 
employment; for persons aged 60 
with a reduction of 1/200 for each 
month up to the age of 65; for 
women aged 50 if  they have paid 
contributions for 20 years and 
have children, with or without 
reduction according to age and 
the number of children. 
94 
Temporary employrnent agencies 
have been regulated by Law 
14/1994 of 1 June (see 'recent 
measures"). 
for workers carrying out casua1 
or intermittent work, 
•  apprenticeship and training 
contracts; 
•  job takeover contracts with 
public administration for 
services of social importance; 
conversion of apprenticeship 
and training contracts into 
open·ended contracts; 
- open-ended contracts for certain 
. groups (young, disabled, 
women in occupatiQns wbere 
they are under-represeented, 
wokers over the age of 45). 
Early retirement 
At the age of 64 with  100% of 
pension rights. 
Early retirementlrestructuring 
Pursuant to the law on industrial 
restructuring, possibility of early 
retirement funded by restructuring 
plans. y es 
no 
y es 
18 months 
twice 
y  es 
employment-solidarity; 
further training and training 
apprenticeships; 
part-time. 
Earl.J• retirement 
Costs met by the State from 56 
years and 2 months (exception  SS 
years). subject to ceruin 
conditions, in particular !ength of 
paYment of social security 
contributions. 
no 
y  es 
·no 
no 
y  es 
no 
•  apprenticeship. 
Early retireltUilt 
A special means-tested allowance 
is payable to the long term 
unemployed in 55-66 age 
categocy. 
Temporacy emplo)ment agencies 
were prohibited until the 
implementation of  the social pact 
in July 1993. This type of 
co.itract is being examined by 
parliament 
• solidarity, 
-_  apprenticeship. 
Early retirement 
Workers in sectors of the 
economy in crisis may request 
early retirement S years before 
the usual age ( 1  0 years in  the 
steel industcy  ). 
y  es 
no 
no 
2x if  <24 mths + interval between 
no 
• apprenticeship 
Early relirement 
Earl  y -retirement pension enabling 
· companies to solve the problem 
of structural oven;taffing and to 
balance the age structure of  staff 
\~ithin the company.  The pension 
is  paid by employm and partly 
reimbun;ed by the employment 
fund. 
y  es 
no 
6 months or 100 houn; 
y  es 
no 
apprenticeship 
existence ofother "grey" 
types associated with Oexible 
working conditions 
Early retirement 
Possibility of early retirement in 
collective agreements of 
occupational se ct ors. 
yes 
yes 
y  es 
12 months 
no 
y  es 
apprenticeship, 
work on commission 
homeworking 
domestic work 
Early retire~tU~~t 
Retirement ofunemployed people 
aged 60. If  the unemployed are 
aged 55  or more \Vhen  the 
unemployment benetit is granted, 
it is paid up to the age of  60. 
no 
yes (but being abolished - see 
"deregulatocy measures") 
no 
no 
Y  eS 
no 
(The different types of contracts 
are not regulated by statute) 
apprenticeship 
community programmes 
~c..~·-
zero houn; contracts, where the. 
worker attends as and when the 
employer wishes. 
Early retirement 
Minimum ages only apply to 
entitlement to the state pension 
(see retirèment).- The age when 
the employee stops work is  a 
contractual matter for employees 
and employees to agree, provided 
they do not discriminate · 
unlawfully, for  example on. the 
grounds of se x, race or for trade 
union· reasons. 
25' 
25 -·------------· 
26 
35.  Retirement 
minimum  age 
full  pension (single person) as •o of earnings 
minimum pension as % of earnings 
cumulation with earnings 
Short-time working due to economie or 
unforeseen circumstances 
between 60 and 65 
73 
47 
subject to certain conditions 
Temporary loy-offi 
Da ys or half  -days du ring which 
the contract is suspended. 60~55% 
- ofpay 
IAy-offi due ta batlweather in 
the construction industry 
Supplementary assistance-on the 
basis of an ~greement and a joint 
fund  in the construction industry. 
67 
60 
52 
subject to certain conditions 
Short-âme working 
No specifie defmition in practice; 
minimum 7.4 hours' reduction per 
week 
Lay-offi due to batlweather or a 
shortage ofraw materials 
Workers who arc members of  an 
unemployment insurance fund are 
entitled to  daily allowances. 
GERMANY 
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65  in principle 
77 
39 
possible 
Short-âme working 
(Kunarbeitergeld). An allowance 
is paid to workers who are 
obliged to reduce their activity for 
economie reasons or 
unforeseeable circumstances, 
subject to certain conditions. (113 
of workers affected,  · 10% 
reduction in working hours, etc.). 
This measure bas been widely 
used in the new Linder. 
Promotion of  employment in the 
construction industry an  tl bad 
weather a/Jowanca 
Subsidies for worken so that they 
can keep their jobs in  winter. 
Bad weather. allowance for 
worken who suffer loss of work 
(till end of 1996). 
6S 
107 
8 
reduced pension 
Subsùly for hote/1 
To  maintain employment in 
winter, subject to certain 
conditions. 
Special lay-off  a/Jowance 
To increase the eamings of 
seasonal workers, those affected 
by bad weather or unforeseen 
circumstances. 
65 
100 
32 
no 
Situation in which daily working 
hours or the number of  working 
da  ys are reduced. by at !east 1/3 in 
relation to hours normally . 
worked, with a proportional 
reduction in earnings. Bene  fit is 
reduced ih proportion to the 
reduction. in working time. 60 
88 
46 
Reduction in the number of hours 
normally worked to below the 
statutory lùnit for economie, 
unforeseeable or technical 
reasons. 
1  65  42 
35 
no 
Short-tùne working: the number 
of  days worked during a weekly 
period of  work is temporarily Jess 
than normal for the job  · 
concerned. 
60{M)ISS(W) +5  in  10 years 
89 
19 
under certain conditions (the 
entire social security policy is 
being reviewed). 
a)  Supplernentary payment in 
the event of a reduction or 
interruption of  the company's 
activities owing to teasons 
specifie to the company or 
for temporary difficulties . 
(  ordinary supplement). 
b}  Supplementary payment in 
the event of an economie, 
secto~l or local crisis, 
reorganisation or restructuring 
ofthe company  · 
(  extraOrdinary supplement). 
6S 
78 
46 
possible 
Reduction in normal working 
hours or in the number of days in 
the normal working week: 
6S  6S  (men) 62 (women) 
49  94 
49  30 
possible subject to certain  possible 
conditions 
No specifie defmition.  None. 
6S  (men}60 (women) 
44 
31 
possible 
Any day on which no  activity  is 
carried oÙt  and which would have 
been aworking day undernonnal 
circumstances. 
2.1 
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BELGIUM 
Fiud-term contractr (Law of  30 
Much 1994) 
Grea\er flexibility of fixed-tenn 
contracts: possibility of successive 
contracts (maximum of  four 
during a period of  2 yeats max. 
and 3 years for contracts of at 
!east 6 inonths  ). 
Contrat d'emploi-tremplin 
(uuertion contractr) 
Period of  notice of one month for 
newly employed penons under 30 
instead of the statutory minimum. 
Pèriod of  notice for white-collar 
wotkers whose annual salary > 
FB 1.728.000, ex ante defmition 
of periods of notice. 
Dis  miss  al 
New time limits for notice 
regarding dismissal (prolonged 
from  30 to 77 da  ys). 
Short-lime working 
The employer is responsible for 
the social charges relating to 
short-lime wotking allowances 
from the ftrSt day onwards. 
Bad weather allowances 
No  allowance will be payable for 
the flfSt hour of a day on which 
no wotk is done  The social 
charges will be the employer's 
responsibility. Bad weather 
allowances will be payable for the 
las! time for the period up to 
31.12.199S. 
Fixed-term contract 
Prolongation of fixed·term 
employment up to the year 2000. 
GREECE  SPAIN 
Temporary work 
l.a"\V  14/1994 of 1 June regulates 
the activities of  temporary 
employment frrms.  Its aim is to 
establish the legal requirements 
for such fums and ensure that 
workers' rights and social 
protection are maintained. The 
Law lays down the conditions 
under which users fums may have 
recourse to the services of 
temporary employment flftns. 
Colkctive redundancies 
Refonn introduced by Law  11!94: 
• Acceptable grounds are elCiended 
to include organisational and 
production aspects (in addition to 
economie and technological 
reasons) . 
• Allowance: 20  days' wage per 
year of set:Vice, up to a maximum 
of 12  months. 
• Minimum threshold is  fixed on 
the basis of the number of 
workers affected over a 90"day 
period: 
• 1  Oo/o  in fums with fewer than 
100 wotkers; 
· • 10% in finns with  100 • 300 
workers; 
• 30% in firms with more than 
300 workers. 
• Authorisation is  still required, 
but the procedure is  more flexible 
sci  as to reduce the time needed 
for consultations and negotiati.:  ~; 
-
1 ·Restriction of  cumulation of 
employment and retirement 
pemion 
Existing regulations restricting the 
cumulation of a retirement 
pension and a job will remain in 
force until31/12/9S. 
Wrilten contract 
The Tenns of Employment 
(Information) Act 1994, giving 
effect to the EU Directive 
obliging the provision of  a 
detailed written contract for ali 
workers came into effect from 16 
May  1994. The Act will oblige 
employees to provide a written 
statement of  particulars  of  tenns 
of employment within two mon'ths 
of the date of commencement of 
employment. 
SmaU business and services 
A series of  recommendations 
concerning sorne regulations 
which unnecessarily inhibit 
enterprise are being studied by a 
new unit for the promotion of 
small business and services. 
Temporary Emp/oyment 
Con tracts 
Pe!'Sons working for temporary 
employment business have been 
accorded the same protection as 
employees under the Unfair 
Dismissals Act 1993, the Tenns 
of Employment (Information) Act 
1991. 
Fixed Term Contracts 
The Unfair Dismissals 
(Amendment) Act 1993 provides 
that the. adjudicative authorities 
may examine any second or 
subsequent fixed-term contract to 
ascertain whether the fixed nature 
of the contract was intended to 
avoid liability underunfair 
dismissals legislation. In such 
cricurnstances a claim for unfair 
dismissal may be beard by the 
adjudicative authorities. 
Fixed-term contra  ct (Art. 23 of 
Law  ~6/87) 
Permitted in collective 
agreements signed with the trade 
union organisstions most 
ri:presentative at national leve!. 
The percentage of workers who 
may be employed on such 
contracts compared with workers 
on open-ended contracts is  fixed. 
Part~  contract {Art. S of Law 
1863/87) 
Regulated by national collective 
agreements, may be converted 
into full-time contract at 
employer's request. 
T  emporary work 
Regulation of  temporary work and 
temporary hiring of labour. 
Dismissal 
Abolition of the rule enabling 
companies to dismiss older 
workers flrst. 
Minimum retirement age 
From 1/1/94 gradua! increasecin 
retirement age for women to·6~. 
Tratk Union Reform Act 
The Trade Union Reform and 
Employment Rights Act  1993 
gave individual employees: 
irnproved rights to a written 
statement of employment 
particulars and to an intemised 
pay statement; 
irnproved rights to ·  matemity 
leave and protection against 
dismissal for a matemity 
related. reason; 
- protection against victirnisation 
for taking certain specifie types 
of action on health and safety 
grounds; 
- protection against dismissal fôr 
asserting a  statutory 
emplo}ment right. 
The Act made clear that it  is 
lawful for an ~mployer to offer 
his employees fmancial 
inducements to encourage them to 
change their negotiatirig 
arrangements - for example to 
change from collectivè bargaining 
arrangements to a system based 
on persona! contracts. 
:Ibe Act also, abolished the 
remaining Wage Counci!s. 
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Obj«<i~e  reduntiJJncies 
• Cover woricers made redundant 
individually on economie or 
technological grounds (or if 
thresholds for collective 
redundancies not reached). 
• Allowance: 20 days'wage per 
year, up to a maximum of 12 
montils. 
• Period of  notice: 30 days. 
Measures being prepared  Early retirement {Deleftt!rbm)  Implementing regulation on 
From 111195, people aged 60-66  temporary employment fums and 
will be able to take partial early  temporary employment conditions. 
retirement.  Working time must 
be reduced by at least one quarter 
and constitute a minimum of 12 
hours per week.  The partial early 
retirement allowance for each 
hour of work eut out amounts to a 
flat-rate sum of  DKR S6.3S, i.e. 
82% of !/37th of  the weekly 
amount of  the highest 
unemployment benefits. 
30 
30 1 
1 
r 
~ 
~ 
) 
Collective dismis1111l 
Under the current tripartite 
agreement. the Progranune for 
Competitiveness and Work 
(PCW), measurès exist under the 
Employment Protection section. 
1.  Firms with difficulties will be 
encouraged to contact the 
Competitiveness and 
Emplo;Yrnent Protection Unit. 
which, while not providing 
subsidies, will offer the full 
support and advice available 
under a who  le range of state 
programmes for industry and 
business. 
2.  A commitment to amend in 
1994 the provisions of  the 
Protection of Emp1oyment 
Act.  1  977, arising from the 
EU Council Directive. 
Fixetl term contract 
1u1y 1994: govemment proposai 
to increase flexibility in fixed-tem 
contracts (no restrictions for  12 
months  ). The new draft law 
encourages such contracts by . 
making Art. 23  Jess strict. lt may 
alsQ be used on the basis of fll111s' 
specifie needs (especially SMEs) 
in order to create new jobs. 
Ptut-time contract 
The  new draft law 781/94 (not 
yet"converted) allows overtime to 
be worked wilhin pre-fixed limits. 
New contracts under draft law 
781 
• (re)integration training contract: 
provides practical experience and 
skill training for persons over 32. 
Maxiffium duration: 1  8 inonths. 
• training contract: allows young 
graduates to acquire job 
experience and though it does not 
imply an employment relationship 
a certain remuneration is  paid. 
Duration: 3·12 months. 
Dumissal 
Abolition of administrative 
authorisation. 
Deregulation 
The govenunent will propose: 
• revision of  legislation on 
redundancies; 
• cancellation of existing licences 
for temporary employment 
agencies; 
• deletion of binding wage clauses 
in collective agreements. 
91  .  ···• .93  94 
Retirement 
The government intends to 
equalise state pension ages for 
men and women at 6S  by  2010. 
31 
31 32 
2.2.  Flexibility of working hours 
Working hours 
Statutory limit 
Overtime 
:)2. 
40 hours per week 
6S hours' overtime per quarter to 
be recovered before the end of 
the quarter.  Non-recovery of 
overtime (max. 65h.) subject to a 
collective agreement, with 
maintenance of  enhanced rate of 
pay for this overtime. 
No legislation conceming the 
number of hours per· week. 
Overtime is  regulated by 
collective agreement. 
48 hours per week 
2 hours' overtime per day for a 
period  of 6 months or 24 weeks, 
if  the average daily worlùng time 
does not exceed 8 hours. 
5-day, 40-hour week 
3 hours' overtime per day or 18 
hours' overtime per week or 1  SO 
hours' overtime per year (private 
sector) 48 hours per week. 
9~ 
40 hours per week 
80 hours' overtime per year. 
94  ! 
1 
1 
l 
1 
1 
J 
l 
1  '  H 39 hours per week 
9 hours' ovenime per week or 130 
hours'  ovenime per year or more 
if  authorised or provided for.by 
agreement. 
48 hours per week 
There are sorne differences for 
cenain sectors, shops, retail311d 
hotels etc. and also for young 
people. 
2 hours' overtime per day or 12 
hours' ovenime per week or 240 
hours' overtime per year. 
. 48  hoi.Jrs. The national branch 
collective agreements usually 
provide for 40 hours in industty 
and 36 in public services. 
Defmed by sectoral collective 
agreement, 
/' 
40 hours per week 
2 hours' overtime per day. Daily 
working hours must not exceed 
10 hours, except in emergencies 
(e.g. accidents, force majeure). 
48 hours per week and 36-40 
hours by collective agreement,  . 
44 hours per week. 
Possibility of defmiitg average 
working hours by collective 
agreement,  This possîbility bas 
been widely used at sectoral  le'l'e~ 
coordinating reduction and 
organisation· of working time. 
2 hours' overtime per day or 200 
hours' overtime per year. 
No general legislation defming 
working hours which are a matter 
for contraCturai agreement 
No legislation 
)~ 
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Part-time employment contract 
34 
• Staggering of recovery of 
overtime over 1 year (collective 
agreement required). 
• Possibility of introducing a 
flexible working week (+Sb, -Sh 
variation in relation to the normal 
duration) without supplementary 
payment for the number of hours 
exceeding 40, white respecting 
normal working hours on an 
annual basis. Collective agreement 
required to introduce the system. 
• Possibility of extending working 
week (max.  12h. per day) and 
introducing weekend work, 
subject to collective agreement 
(  coinpanies with trade union 
representation) or modification of 
work. cules (SMEs). 
Applications: 
ùne or more forms  of  this type of 
flexibility have been introduced in 
several.sectors (metal, foodstuffs, 
-clothing. textiles, white-collar 
work.ers, distribution, ùnportation, 
ports).  The number of 
agreements on flexibility within 
companies is  estùnated to  be  1  SO, 
either by annualisation or through 
weekend work (particularly in 
industrial sectors). 
No  specifie definition; same 
legislation with regard to 
minùnum period of notice, 
redundancy pay, etc.  as  for  full-
lime workers. 
The law ùnposes a minimum 
number of hours of  part-time 
employment: minimum 1/3 full-
lime employment (approximately 
13 hours per week on average). 
Also minimum duration of each 
period of work: 3 hours per day. 
Night  and Sunday work. is not 
prohibited. 
No specifie definition; same 
legislation with. regard to 
minimum period of notice, 
redundancy pay, etc. as  for full-
time workers. 
Numerous collective agreements 
(metalworking) 36 and 3S hours 
with possibility of flexibility (e.g. 
group· of permanent workers on 
40 hours). New agreements 
provide for a reduction in 
working hours to maintain 
employment (sùnilar to 
Volkswagert). 
Specifie legal defmition in 
Employment Promotion Law l98S 
(e.g.  definition of principle of 
equal treatrnent). The general 
labour law provisions are 
applicable. 
No specifie defmition; same 
legislation with regard to 
minùnum period of notice, 
redundancy pay, etc. as  for full-
time workers. 
94 
Working tilly 
Law 11/94 keeps the maxùnum 
working week and day at 40 
hours and 9 hours respectively, 
with  12 hours rest between days. 
Flexibility based on collective 
bargaining is permitted regarding 
annualisation of work.ing tùne, 
irregular distribution of the 
working day, and the possibility 
of exceeding 9 hours per day. 
O,mime 
The  minùnum supplement of 7S% 
of  the hourly rate is  abolished. In 
the absence of an  agreelt\ent 
remuneration of overtime is 
replaced by time off in  lieu. 
Weekly resting lime may be 
calculated on  a foétnightly basis. 
Specifie legal definition in the 
Workers'  Statute: Number of 
hours worked per day, week, 
month of year less  than the 
normal number of hours worked 
in the activity in  question. Same 
legislation with regard to 
minimum period of notice, 
redundancy pay,  etc.  as  for  full-
lime workers. 
Social security contributions 
based {ln working lime.  Reduced 
social protection rights where 
working time less than  12  hours 
per week or 48hours per month. 
~ 
! 
j 
1 
1 
1 Specifie legal definition in the 
Labour Code (number of  hours at 
!east one-fifth less than the 
statutory. working time ); same 
legislation with regard to 
minimum period of notice, 
redundancy pay, etc. as for full-
time workers. 
No  specifie definition; legislation 
conceming the period of  notice, 
redundancy, etc. is applicable 
only to persons working more 
than 18 hours per week, if  they 
have  13  weeks' continuous 
service. 
No specifie clefmition; same 
legislation with regard to 
minimum period of  notice, 
redundancy pay, etc. as for full-
lime workers. 
No  specifie definition; same 
legislation with regard to 
minimum period of  notice, 
redundancy pay, etc. as for full-
lime workers. 
No specifie definition; 
im~olves working shorter hours 
than the normal full-tirne working 
hours. 
No specifie definition; same 
legislation with regard to 
minimum period of notice, 
redundancy pay, etc. as for full-
lime \vorkers. 
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Annualisation 
The system of annualisation of 
working hours bas been adopted 
for  !.S. million workers. 
No specifie definition; 
~ 
35 ~' 
36 
36.  Impact of a 5-year period of part-time 
employment on pensions 
Short-time working 
Partial retirement 
10% 
Plll'tial early retirement pension -
Agreement No SS anil Royal 
Decree of30 July 1994 
Aimed at introducing a partial 
carly retirement pension by 
means of a supplementary 
allowance scheme applicable to 
certain older workers, creating 
additional employment (minimum 
SS  years of age). 
2·3°/o  10-15% 
Old-age pensions may be claimed 
in full (full pensions) or in part, 
equivalent to a third, a half or 
two thirds of  the full pension. In 
addition to a partial pension it is 
possible to receive an additional 
income in line with the income 
previously insured. 
93  94 
No-except in  certain cases (> 10%)  1 no 
Workers over 62  eleigible for  a 
pension (except for their age( may 
reduce their working time and 
wage by 50% subject to  an 
agreement with their firm, whi,;h 
undertakes to off  er a job takeowr 
contract to an unemployed person 
who will work for the balance of 
the working time  until the worker 
taking partial retirement reaches 
the age of full  retirement. very !iule 
System of reduced aid 
Gradualearly retirement 
Graduai carly retirement. which 
was refonned in December 1992, 
is expanding considerably  ..  It 
allows employees aged  over S  S _to 
work half·time or 40%  of the ir 
previous woiiùng hours in 
exchange for additional pay 
equivalent to 30o/o of their 
previous gross pay, funded by the 
State (with participation of  , 
employers ).  A graduai earl  y 
retirement agreement either 
creates additional employment, in 
particular for thosc groups 
specifically targeted by 
employment policy, or serves as 
an alternative to  redundancy. 
no  more than 10% 
Cassa .integrazione .guadagni 
(COI) and solidarity contracts 
Law 223/1991 introduces this 
possibility. 
just over 10%  just over IS%  no 
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Jess than S% 
37 
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lnvolunttll')' short~ 
Since 116/93  no supplementary 
allowances during part-time 
employment, but in sorne 
circumstances (registration as  a 
full-time job seeker, 
remunerations, etc.) it is possible 
to receive a guaranteed income 
allowance: 
Company work redistribution 
schema (PtiJn  Global) 
8 types of  job-sharing, ail 
involving additional recruitment, 
are provided for by Royal Decree 
of  24/12/93 under the Global 
Plan: part-tinle employmen.t, 
reduction in woricing time, 
overtime restrictions,  career 
breaks scheme, partial carly 
retirement, team worl<, fle)lible 
employment, 4-day week. Other 
solutions more suited to the needs 
of  the company and its  workers 
remain possible. Employees 
generating additional net 
employment on the basis of an 
approved company plan of work 
redistribution are entitled to a flat-
rate reduction in employer 
contributions to the social 
insurance of FB 2 5 000 per 
quarter.  The Royal Pecree 
prohibits reductions in working 
time with full pay (considered as 
an obstacle to wage freezes).  At 
the present time,  approx. 20 
sectors .have concluded a 
framework agreement; these 
agreements mainly provide for 
information at sectoral leve! on 
company plans. · Approximately 
25 company plans have boen 
concluded at company leve!. 
(See remarks on Le ave Scheme 
under "Leave and Career Breaks -
recent measures"). 
Working time in public service 
Working time in the public 
service has been in.cr~ased by one 
hour in sorne of the federal states; 
the status of part-time work has 
beon raised by law (also for 
public servants with supervisory 
responsibilities  ). 
New working time law 
On 1 July 1994 a new Law on 
working time introduced more 
flexible woricing timo· patterns. 
Sunday woricing is still forbidden, 
with sorne exceptions. 
New agreement in metalsector 
This agreement ends the 
threatened strike action in the 
metal sector by seuling a zero 
wage increase (after positive and 
• negative compensations) ill 
exchange for new opportunities to 
share and distribute work. The 
previously agreed working time 
reduction from 38 to 35 hours 
will be enforced on lst October. 
Exemption from socialinsurance 
contributions for min  or 
remunerated activiiUs 
Paid employment of Jess than 1  S 
hours a week, for which the wage 
rate is below a certain leve! 
(DM560 per month ill. old and 
DM460 per rnonth in new 
Uinder); is  exernpt frorn 
cornpulsory social insurance 
contributions. 
Part-time work 
lncreased publicity by government 
and social partnérs to promote 
part-time employment (e.g. advice 
on part~time options for 
companies, esp.ecially SMEs). 
Overtime 
Overtime will not be recognised 
and compensated for in the public 
and private sectors during the fii'St 
half of 1994, following a decision 
by the Minister of Labour. 
Part-rime work 
(Law 10/94 of 19 :May) 
New definition: work performed 
for a number of hours which is 
less than the norm for the activity 
in question. 
The basis for social security 
contributions is  the remuneration 
actually received for the  hours 
worked. 
In the case of activities amounting 
to less than  12  hours per week or 
48 hours per month, which 
therefore do  not provide a living. 
social protection rights include 
industrial accident and 
occupational disease cover, 
medical assisunce and company 
bankruptc'y. 
Job l'!keover contract 
Contract concluded with a worker 
to replace another worker who has 
decided to  take partial retirement. Organisation ofworking time 
The five-year law provides for a 
number of measures relating to 
the organisation of  worlcing tirne, 
such as: 
• annualisation of worlcing hours 
for part-tirne work; 
• payment of a subsidy to 
companies which reduce total 
worlcing hours by at !east 15%, 
combined with a reduction in pay, 
and recruit at !east 10% of  their 
staff; 
• · 30% reduction in employees' 
social security contributions for 
taking on part-lime workers ( 1  ~-
32 hours per week:)  or for 
switching to part-tirne 
etnployment (retaining the full 
rate for calculation of  the 
retirement pension for 5 j;ears) in 
order to avoid collective dismissal 
on economie grounds; 
•  short-tirne worlcing 
compensated over a long period, 
in the event of a prolonged period 
of short-tirne worlcing (18 
months-2 years) or in the context 
of a redundancy plan 
implemented as  a means of 
reducing worlcing hours in order 
to avoid redundancies for 
economie reasons.  Compensation 
for short-tirne worlcing over a 
long period is the subject of an 
agreement between the social 
partners relating to unemployment 
insurance, providing for a 
contribution by the latter of ECU 
1.5  per hour compensated per 
worker, in addition to the 700 
hours of short-tirne worlcing 
funded by the State and by 
companies, up to a lirnit of 1 200 
hours.  There are a number of 
collective agreements. 
Chemiall industry 
The new chemical industry 
agreement (March 1994) and the 
uniOJl platforms of  other branches 
provide for 38 houts, through the 
company management of  yearly 
rest days. Every collective 
agreement includes a maximum 
threshold of  yearly, wecldy and 
daily overtime. 
SoUtlJJrily contracts 
ln order to maintain employment 
solidarity contracts are to. be 
irnplemented more intensively 
than before. They have been 
made tnore flexible by allowing 
worlcing tirne to  be reduced not 
only on a daily but also on a 
weekly, monthly and annual 
basis. The hours not worked are 
subsidised by the cassa 
integrazione. 
Law 299/1994 includes measures 
to encourage the use of  part-tirne 
work and flexible worlcing hours. 
Organisalion of  work 
Under the tripartite agreement of 
8.3.94 on maintaining 
employment, priee stability and 
competitiveness of enterprises, the  · 
social partners declared that 
contractual policy would deal 
with methods of organising work 
likely to maintain or even create 
employment 
Legislation on. overtirne and 
additional activities is to be 
applied rigorously. 
Partial retirement 
A new trainin$femplôyment 
measure enables unemployed 
people to be laken on alongside 
workers who are four years away 
from retirement, in order to create 
eltlployment and to transfer 
knowledge. 
93  94 
Deregulatory ~Ma:tura 
In January !994 the Govemment 
introduced a Bill to Parliament to 
facilitate further deregulatory 
measures. It includes a general 
power to remove or amend 
legislation imposing burdens on 
business, subject to strict 
Parliamentary safeguards to 
ensure tliat necessary protection 
for the public is retàined. It also 
includes two specifie proposais to 
sirnplify employment legislation. 
The fll'St proposai concems the 
requirements etnployers face 
when selecting etnployees for 
redundancy; the second is  to 
abolish licensing requirements for 
private employment agencies. 
)<t 
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Examples ofpay adjustments and 
work-sharing 
72 company agreements or quasi-
agreements dealing with pay 
adjU$ÙJients or work-sharing were 
concluded between summer 1992 
and Decémber 1993.  The aim 
was to maintain employment by 
reducing the wage bill or by 
adjusting employment to  a 
decrease in  activity.  The Ministry 
of  Employment notes three logical 
principles in these agreements: 
non-negotiated reduction in pay; 
an attempt by the unions to limit 
the consequences of restructuring, 
and joint regulation of  the wage 
bill to survive a difficult period. 
The number of innovative 
elements in the negotiating 
procedures is not the same in ali 
three cases, nor' is the  impact on 
emplo}ment  . 
93  94 
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Part-tinte 
Possibility for SMEs with no 
collective agreement to deviate 
from the minimum Î 13  full-time 
employment rule. 
Annualisation of  working lime 
andjkxibk week 
Possibility of introducing these 
flexible working time systems 
into SMEs more easily (no need 
for a collective agreement). 
Opportunities for night work for 
women 
Multisectoral social partners are 
proposing to sectors the 
possibility of night work in 
certain types of employment (data 
processin~ chemists, etc.). 
Tmtporary work (Colkaive 
Agreement n "58 + Royal Decree 
of23109194 
Within the joint commission on 
temporary. work the social 
partners have made an agreement 
to facilitate temporary work. The 
agreement stipulates a 
prolongation of  the time limit (  6 
months instead of 3) during which 
the temporary workers can be 
employed, replacing workers 
whose contracts have ended. 
Temporary work will also be 
possible in the public sector. 
Job sharing (Fkmish 
Government Decree of  213194) 
The Flemish governmenl will 
award a premium to full-time 
workers who switch from  full-
lime to part·time work (max.  !W% 
of fullctime) undcr a job-sharing 
scheme adopted in the context of 
a company plan  . 
Part-tinte Work 
In order to encourage part·time 
work, any worker made 
unemployed after a change from 
full to part-time work is entiûed 
to unemployment beneftt at the 
full-time rate for a period of 3 
years. 
92  93  94 Working tinte 
In  conjunction with the EU 
Working Time Directive (  48 
hours), worlds in  progress to 
reform the complete area of 
working time for ali sectors, as  at 
the moment regulations are either 
vague and outdated or do  not 
exist The aim th  us, of  the 
Department of Enterprise and 
Employment would be to have the 
various conditions of this EU 
Directive implemented in good 
time. 
Proposalfor reform ofworking 
tinte regulation 
In January 1994 the Minister of 
Labour presented a proposai for 
reform of the present 1aws 
regulating working time along 
these !ines: 
•  amendment of  the old rules 
(  48-hour working week); 
•  rendering new ones compàtible 
~ -with ·collective bargaining 
trends (38-40-hour working 
week); 
measures for promoting 
reduction iÎI plant working · 
hours and job-sharing; 
•  special training leave; 
•  local authoritics' rationalisation 
"l>f services, opening hours and 
sununer holidays. 
Proposai for reform presented in 
July 1994 to encourage working 
time flexibility. 
Organisation of  working tinte  · 
Transposai of Directive 93/104 
conceming certain aspects of the 
organisation of working time. 
Working tinte 
Proposai presented to  Parliament 
(16/3/94)_with the aim of 
amcnding the existing rules: 
Average working hours:  40  hours 
per week or 520 hours over 13 
weeks. 
Authorised limit: 9 hours per day 
and 45  hours .per week. 
Amendrnent possible as  a result 
of a collective agreement, but 
restricting the limit to  10 hours 
pcr day with a maximum of 200 
hours over 4 wceks and 585 hours 
over 13 weeks.  Compulsory rest 
period of Il hours per day.  This 
plan gives wider scope to 
contractual relations,  Possibility 
of  more flexible working hours 
(night work, weekend work, etc.). 
It aiso offers workers protection 
by setting ·minimum standards 
(safety, health, etc.). 
lf5 
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2.3.  Leave and career breakS 
Career breaks  Caree breaks  Job-sl•aring 
To enable the unemployed to  Any member of an unemployment 
replace workers in the public and  insurance fund who takes part in a 
private sectors who stop working  job-sharing scheme is  entitled to 
completely (for 6-12 monlhs) or  (additional) reduced al1owances 
partially (6·60 monlhs) and are  subject to certain conditions 
entitled to an allowance.  (collective agreement, minimum 2 
full days per week, etc.). 
37.  Matenùty leave 
Duration (w'eeks)  15  28  14  18  16 
% net average eamings  110/117  73  100  100  75 
38.  Impact of a career break on pensions : 
on account of illness (S  years)  no  no  usually low  no-except in certain cases (> 1  0%)  no-except in  certain cases(>l0°o) 
on account of  unernployment (S  years)  no  no  usually low  no-except in certain cases (>  10%)  no·except in  certain cases(>S%) 
to bring up  children (10 years)  10%  no  recognition of periods spent  no-except in certain cases (> 1  0%)  no 
raising children: prior to  1992: 
one year of contributions; from 
1992: lhree years of  contributions 
Leave  20 da  ys' statutory le ave + 1  0  30 days  18 days' statutory leave; S-6  24 days' statutory 1eave.  30 days' statutory leaw 
public holidays  weeks by collective agreement. 
(from 111195  24 working days in 
4 weeks) 
'1'1 
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Weil established in public sector.  No general policy, although sorne 
large employers (notably banks, 
insurance companies) have 
established policies. 
16 (26 from the third child)  14  20  16  16  13  14/18 
113  93  86  111  100  124  25/91  (during the flrSt six weeks) 
no  no  no-cxcept in certain cases (> 10%)  no  no  less than 10%  no 
no  no  10%  10%  10%  no.except in .certain cases (=30%)  no 
very little  no~except in certain cases (>5%)  20%  S%  just,  over 20%  no  no 
30 days' statutory lean  3 weeks' statutory leave; 4 weeks  No specifie number of  statutory  25  days' statutory leave; _26-28  4 weeks'  ~tatutory leave; S-6  22 days'  statutory leave.  No  legislation but 20-27 days' 
on the basis of a collective  days' leave; 4-6 weeks on th_e  days by col.lective agreement  weeks by collective agreement.  leave_ by collective agreement 
agreement.  basis of a collective agreement 
--- --------- _,__  __  - ----··· ------
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BELGIUM 
Career breaks - Colledive 
agreement No 56 
Oranting of a limited right to a 
career break for private-sector 
workers (this right already-existed 
in the public sector). 
This will enter into force on 1 
January 1994 and will enable 
more workers to leave the labour 
market temporarily; it is an 
important me ans of  redistributing 
available employment, given that 
the employer is obliged to replace 
workers taking career breaks with 
unemployed people. 
Leave scheme 
Due to the new leave scheme 
three forms of leave are allowed: 
- parental leave open to both 
parents (26+  26 weeks with a 
maximum of 80% of the 
- unemployment benefit) 
- training le  ave (one year with 
lOO% of  the unemployment 
benefit after 1/4/95 80%) 
- sabbatical leave (pilot project 
for one year with a maximum 
of  80% of  the unemployment 
benefit) 
Remarks: 
The sabbatical leave may be 
developed into a job-sharing · 
scheme. If, for example, three 
persons decide to take a sabbatical 
leave for one week every month it 
is possible to  ernploy a fourth 
person who also works for three 
weeks per month. During the 
weekly sabbatical leave per month 
ali four persans get a maximum 
of 80% of the unemployment 
benefit. This system is called 
"dustrnen scherne" because a 
group of "dustrnen" got the idea. 
Initial figures show that the 
measure is  having a real impact, 
particularly in  the  case of parental 
leave, which will represent 5% of 
employment if the trend 
continues.  These leave schemes 
are  funded by contributions paid 
by employees (later also by 
employers) to  the three "Labour 
market funds"  created in autumn 
1993. Mtllernily kave 
Ali employees have the rightto 
14 weelcs' statutory leave, from 
October 1994, and up to  18 
weelcs' statutory benefit if  absent 
from work subject to certain 
qualifYing conditions. Those with 
2 years' service have the right to 
a longer period of  matemity 
absence of up to around 40 weeks 
in total. 
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47 2.4.  Incomes policy 
Minimum wage 
Wage negotiation 
Solidarity measures 
48 
Agreed minimum wage defmed 
on a multisectoral basis with an 
indexing mechanism. 
Since 1989 a standard of 
competitiveness incorporating a 
number of features has existed. If 
this is not adhered to, the social 
partners or the govemrnent may 
intervene in·the development of 
labour costs or take other 
measures relating to labour costs. 
ln view of the substantial amount 
of long-term unemployment, 
multisectoral agreements have for 
severa! years allocated a 
proportion of the increase in  the 
wage bill to  training and 
employment programmes through 
increases in  social çontrlbutions 
(see also point 5) 
No statutory minimum wage, but· 
minimum wage negotiated in 
sorne seCton.  Rather low 
minimum wage. 
Labour law legislation plays a 
comparatively modest ro1e, 
instead there is an extensive 
system based upon collective 
agreements, which are  concluded 
between employee organisations 
and employer organisations or 
individual employers. 
No statutory minimum wage. The 
main function of collective 
agreements is to set minimum 
standards. No index-linking. 
The partnen; to collective 
agreements negotiate wages and 
salaries taking.account of  the 
special aspects of each sector and ' 
region.There may be sorne "spill-
over" between thé regions and the 
sectors.  This procedure may lead 
to inflationary pressures as  a 
result of wage increases in highly 
productive sectors being 
tiansferred to less productive 
secton. 
In view of the problems on the 
labour market the partnen; to 
collective agreements have 
recently begun to focus more on 
job security. As  a result the 
agreements provide for wage 
restraint and operational options 
such as more flexible  working 
times. Special starting wages and 
salaries have been agreed in the 
chemical and paper industries. 
Agreed multisectoral minimum 
wages, index-linked. 
The govemment presented its  pa  y 
policy forthe public sector in 
1993, which included a pay 
increase of 4%, implying a drop 
in real wages. 
94 
Existence of a multisectoral 
statutory  minimum wage, reviev.··ed 
annually. This  is  lower for workert 
under the age of 18. 
Collective bargaining bas  a 
somewhat hybrid structure, since  it 
takes place at both national and 
decentralised leve!. According to a study carried out by 
the Ministry of  Employment, the 
.sJow-down in the growth ofwages 
which began in 1991 continued in 
1993. 
IRE  LAND 
91/  92  93 
No stalutory national minimum 
wage. In limitcd range of  aecton 
where collective bargaining 
arrangements are weak, a stalu\Ory 
minimum wage regime applica, 
atfecting approx. 10-12% ofprivate 
sector non-agricultural employment 
Voluntary collectivè bargaining 
regime which can operate at 
national or local leve!. CCntralised 
triennial agreements have operated 
since 1988 and have created a wag 
restaint environment New 
agreement, Programme for 
Competitiveness ·and Wo.rk co  vers 
period from 1994-1997. 
ITAL  Y 
9(  92 
Minimum wogea are set by  Existence of a multisectoral 
collective agJ<ements in each  statutory minimum wage, which 
scctor.  the gQvemment recently indexed 
·by 4.2%. 
The situation bas  changed  Automatic adjustment of  wagcs to 
· considerably since July 1992 with  the development of  the consumer 
the introduction of a historie  priee index.  The amendment of 
agreement ending the sliding-scale  the structure and the weighting of 
meclwùsm (automatic indexation.  the liSt of  reference items is to be 
ofwages).  the subject of a Grand-Ducal 
In fùture,  and as a replacement for  regillation. 
the sliding-scale meèhanism, a dual 
system of  agreèments at sectoral 
and company leve! is  provided for 
in. an agreement of3nt93 which 
lays the foundations for a new 
industrial relations system 
(legislàtive measures will ratifY this 
agreement). 
PORTUGAL 
92  93  94 
Existence of an indexed  Existence of a multisectoral  The Wagca Councils, which set 
multisectoral statutory minimum  statutory minimum wage indexcd  minimum wages in certain 
wage.  on.  the expected rate of inflation  sectors, were abolished in 1993. 
and regulated by collective  Stalutory minimum wages rates 
agreements.  and other conditions of 
Ministerial decrees may extend  employment for agricultural 
the scope of agreements to non- wo.rkers  are set by the 
signatory parties.  Agricultural Wages Board and the 
Ministry of  Agriculture Fisheries 
and Food is responsible for the 
. enforcement of Agricultural 
Wages Orders. 
Multisectoral wage agreements  Annual negotiations at Economie  The govemment announced on 
will be replaced by sectoral and  and Social Councillevel.  No  14/9/94 that any increases in 
company agreements, as  wage  agreement for 1994.  Sectoral or  public sector pay for 1994/9 5 
restraint constitutes an important  company negotiations may lead to  would need to be offset by 
tool.  higher tigilres than those awarded  productivity increases to ensure 
within the ESC.  that they do not add to public 
spending.  Since then a further 3· 
year constraint on thé nmning 
costs of government departments 
from  1994-95 was announced. 
Decentra/islllion!Performance 
Pay 
The govemment is  encouraging 
decentralised wage-fixing 
mechanisms, and the extension of 
perfonnance pay agreementS  at 
local leve!. 
lf'i 
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Recent measures  Wage and uther incomefrur.e  Wage trend  Inco,_ po&:y  Wagepolicy 
(Global Plim) (RDyal Decru of  Conclusion of  joint agteements  The mi.nister for the national  Law  11194 of 19 May. The reform 
U/12193 and Law of  3013194)  with low wage increases in  economy announced the  of  the Workers'  Statute moves in 
for 1994,  199S and 1996, and  exchange for greater redistribution  govemment's incomes po1icy for  two directions. lt encourages 
introduction of an agreed index  of  working time.  1994; S% increase in eamings  collective bargaining, seen as. a 
(so-caUed health index) to which  with effect from 1/1194, additional  basic tool ofsectoral and company 
wages will be linked.  S% increase with etfect from  adaptability, and targets aspects 
1nl94 1111.d poasibility of a  relating to more flexible 
compensatory increase at the  management of human resources in' 
beginning of 1995 if  inflation  a company (wages, etc.).This  i 
exceeds the rate of  9.S% predicted  reform means 1hat collective  l! 
for 1994.  bargaining has an important rote in 
determining wage SlnlctUre  •.  ··  1 
Contrary to the ttends of  the last 
few years, the most recent wage  1 
increues awuded under collective 
agteements have been very 
moderate.  j 
Collecâ~e barfaining  ' 
The reform aims to encourage  .. j 
collective b. argaining by facilitatin.l·.  '  through negotiating commiuees, 
adoption of agteements by duly 
lllthorised negotiators. lt also 
permits more flexibility in the  1 
content of col.lective agteements so 
1hat they can be tailored to their 
field of application and the  l' 
prevailing conditions. w..,.,.,, 
ln the prognmme for 
competitiveneu and wo.rlc • very 
moclest increases • a total of Il% 
over three yem 1994-1996. 
Wllfe ratrllint 
Under the tripartite agreement of 
8.3.94, the unions will takc into 
account the nccd for a policy 
based on wage reS1raint in 
companies in ditflculty. 
Employen will takc into account 
the need to maintain and to create 
cmploymcnt 
Wllf• ratrllint 
Central agreement bctween the 
social pal1nen in November 1993 
on wage restraint. 
Reduction in social charges from 
tn/94 (see section 4). 
~ 
Sl 
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Measuœs being prepared 
1 
'  i 
52 OrientaiÜinsfor J99S 
Given the anticipated mediwn· 
tenn incrcasc in unemploymcnt, 
wage restraint will be an 
important factor in promoting the 
creation of employmenl 
Unemployment and inactivity are 
concentrated in particular in the 
Iower end of  the labour market 
Promoting employment in this 
sector will necessitate a decrease 
in labour costs.  But it is also 
important to providc greater 
incentives by increasing the gap 
between pay and benefit  in the 
lower sector.  ln this way, the 
fight against unemployment takes 
place on the demand side as weil 
as  on the supply side. 
Wage reslrainl 
The govemment has proposed to 
the Economie and Social Council 
that a long·term wage agreement 
be concluded (1995-9) as part of a 
set of objectives (flexibility, 
training. competitiveness, local 
dcvelopment, social security). 
.SJ 
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2.5.  Geographie mobility 
Measures  Resett/e~nt  grant for the  ft,feasures to promote mobility  homoting the U.tegration of  Emigrants returning to the 
unemployed  Payment of  travelling expenses  foreign workers  country 
Assistance for unemployed people  and a settlement allowance to  Language courses and measures  Educational measures for 
induced to change residence in  promote the employment of  to prepare for working !ife for  emigrants retuming to Greece. 
order to take up a new job.  jobseekers and workers likely to  workers, in particular workers and  Language and training courses for 
be made redundant  trainees from the former countries  ethnie Greek immigrants from the 
1 
of recruitment  the former US SR. 
ReU.tegration of  foreign ers 
returnU.g to their country 
Provision of assistance on their 
retum. 
Employ~nt  incentives 
Financial assistance· towards 
geographie mobility. 
Recent measures  European _guidance centres  Law  11/1994 amends certain 
Introduction of  severa! me  as ures  provisions of  the Workers' Statute 
to promote mobility at European  relating to geographical mobility 
leve! (12 centres, electronic mail  and functional flexibility. The 
and training of counsellors).  reform introduces new forms of 
Restriction of  the number of  vocational classification and 
foreign workers  encourages mobility between 
Restriction in the construction  equivalent categories. 
industry on the nûmber of foreign  Transfer of workers necessitating 
workers depending on company  a change of residence  is justified 
size.  on economie, technical, 
organisational or production 
grounds if  it leads to an 
improvement in the allocation of 
the firms's resources.Period of 
notice: 30 days.  Following 
notification, the may either accept 
"the transfer {wtth  ~ompensation) 
or resign (right to.  an allowance  ). 
Collective transfers must be 
negotiated with the workers' 
representatives. Prior intervention 
•. 
by the authorities has  been 
replaced by subsequent legal 
checks. 
Measures being prepared 
.Sfl 
··-Geographie mobility incentives 
are planncd based on the · 
respective statutory or 
reglementary provisions. These 
are aimed at persons up to the age 
of  4S  who are receiving benefit 
and have been unemployedfor up 
to 9 months. Incentives ma.y be 
extended to persollS'aged 46 or 
over. 
Foreign compania  Employmmt of  foreign worken  New ÜIW on the employmmt of 
French social legislation will in  Provisions. relating to the  foreign en 
future be applied to_ employees of  employment of  foreign worlcers  The main purpose of  the law is to 
foreign companies providing  (tripartite agreement of 8.3.94).  restrict authorisation for worlc 
servi.ces in. France  Aïd/or. geographie mobiüty  permits.  The restriction rests 
Employment abroad:  (pursuant to tripartite agreement)  with the employer. If  priority 
encouraging young people  Includes allowances for removal,  labour is available (Dutch 
Companies employing young  travel and double residence.  nationals. foreigners lawfully 
French people aged under 26  resident in the Netherlands, EC 
a.broad will benefit from  and EFT  A citizens  },  a worlc 
temporary exemption from social  permit is  refused. 
security payments, which will be 
funded by the Caisse des Français 
de l'Etranger. 
Legislation currently. being 
revised. 
------·······----
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2.6.  Equal opportunities 
Measures  Royal  Decree ( 1987) introducing  •  Childcare for ali children by  1980: Law on Equal Treatment of  The Second Equal Opportunities 
measures to promote equal  public institutions  men and women at  work  Action Plan (1993-199 5) 
opportunities between men and  - 18 wceb' matemity leave and  (transposition of  EC law). Core  approved in  Jan.  1993  includes 
women in the private sector.  10 weeb'  parental leave  features of the Law are:  the development of equal 
Multisectoral agreement {1988)  (possibly divided between  - prohibition· of sexual  opportunities in labourmarket anc 
providing for the creation of a  mo  th  ers and fathers)  discrimination  domestic responsibilities 
Positive Action unit to help the  •  S different equality acts to  • employer obliged to pay  (information, training and 
social partners draw up positive  ensure equal treatment in  damages if  discrimination is  guidance of women in se arch of 
action plans.  appointments, education, and  proved  employment, encouragement of 
Royal Decree ( 1990) introducing  working conditions  • reversai of burden of proof  diversification in  professional 
measures to promote equal  •  1976 remuneration act ensures  - obligation to use neutra! terms  careers, economie. incentives for 
opportunities in the public  equal pay for w~rk of  equal  to describe jobs  stable contracts, assistance to self· 
services, which obliges ali public  value  • equal pay for equal work  employed women, reevaluation of 
services to  implement a positive  - 1986 reversai of  burden of  • prohibition of reprimand for  women's skills, encouragement of 
action policy.  proof in case of incorrect  asserting rights.  men in sharing domestic 
Renouncement in 1992 of lLO  dismissal due to pregnancy and  responsibilities, improvement of 
Convention No 89 on the  matemity leave and unequal  childcare facilities, encouraging 
prohibition of night work for  pay.  parental leave, etc). 
women employed in industry and 
ratification of Convention No 171 
onnight work. 
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1983: Law on professional  1977: Employment Equality Act  1991: Law  12S introduced  EKpansion of childcare facilities  1979: Specifie law on equality of  1970: Equal Pay Act 
equality within companies (a  established the Employment  positive actions and introduced  by 68% in two years (1992·1994)  opportunities in  work and  1  97S:  SeK Discrimination Act 
compulsory annual report on  Equality Agency which seeks to  three innovatoty fields of equality  Introduction of a subsidy scheme  employment It includes fiscal  1978: Employment Protection (C) 
equality for women for employers  promote equality between men  for women and men in the labour  (in October 1992) for companies  incentives to. employers of women  Act as .amended by llJRER Act 
of more !han 50 persans,  and women in opportunity in  market:  developing innovative actions for  in non·traditional female jobs and  1993 ( 14 weeks' statutory 
possibility of negotiating action  employment It also reviews the  .  allows for indirect  the promotion of women's work  contribution by employen; to the  maternity leave for ali prégnant 
plans subsidised by public funds,  operation of the Anti·  discrimination and reverses  (participation, job quality,  cost of childcare and vocational  employees. Wornen with 2 years' 
fmancial support for measures  Discriminatiol) (Pay) Act 1974  the burden of proof  vocational training etc.).  training;  service continue to qualify for up 
aimèd at equal opportunities  and the Employment Equality Act  .  requires employen; to disclosc  1991 : Agreement on V  ocational  to around 40  weeks' maternity 
introduced by employers of less  (see recent measures)  detailed information on the  Training policy includes the  absence in total). 
th  an 200 persons, etc.).  1990:  wages and career progression  principle of equality for wornen  1983: Equal Pay (Amendmerit) 
National programme for  for women and men  and men in  both initial and adult  Act (equal value arnendment) 
combating female unemplo)ment  .  provides fmancial incentives  vocationai training.  1986: SeK  Discrimination Act 
(vocational training for single  for flmlS undertaking positive  (abolished restrictions on working 
wornen, regional action plans,  actions  time) 
etc.)  .  redefmes the role of "equality  1991: Opportunity 2000 • 
officer'' at the local  voluntary polie): for fmns to  aim 
govemment leve!. in the  towards a higher share of women 
encouragement of positive  in higher leve! jobs by the year 
action programmes at local  2000. 
leve!. 
....,..., ecent measures  Parental leave as part of  leave  1994: Law to implement equal 
schemes introduced in Jan.  1994  treatment of women and men 
(see recent measures in lcave  (2nd Equal Treatrnent Law). Core 
schemes ab ove).  fcatures are: 
- creation of a legal basis for 
positive action in-federal 
administration 
- improvement of civil service 
rules on part-time work and 
longer leave for family reasons 
- tightening of rules  on equal 
treatment at work 
- more effective sanctions to 
combat discrimination 
1 
1 
easures being prepared 
.. 
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An  Equal Status Bill is under 
preparation in otder to outlaw 
discrimination on grounds of  sex 
(  among others  ).  lt will co  ver the 
workplace, education, the 
provision of goods, facilities and 
services, entertainment, 
accommodation, transport and 
recreational and professional 
services. 
Proposed Matemity Protection 
Bill will facilitate combining work 
and  family responsibilities and 
will include provision to  give 
effect to employment rights 
aspects of EU Pregnant Workers 
Directive. 
New Emancipation Policy 
Progranunes ("With  1995  in 
view"). One of the three basic 
tacgets is to redistribute unpaid 
labour between women and men 
and in  this respect to  increase 
men's care responsibilities. This 
target moves the emphasis from 
"full time jobs for women just 
like men" to "more caring 
responsibilities for men just like 
women" .  • 
.. 
-
Council Resolution No  32/94 of  1993: Modem apprenticeshi 
17 May 1994 defmes as main  néw. initiative for young pe< 
priorities initiatives and measures  will be equally open to yoUI 
with the following objectives:  women and young men. 
• promotion of vocational training  1994: Matemity Jeave  of 14 
for woriien and company  week,s  for ali employees. W 
. initiatives in this field,  especially  are protected from dismissal 
in the context of  Community  matemity related reason 
promotion planned for the period  throughout the period of the 
1994/99;  pregnancy and matemity lea 
• development ofvocational  1994: Fair Play for Women 
guidance schemes for long-term  regional initiative aimed at 
unemployed women or woinen  boosting opportunities for " 
wishing to retum to work;  ,  through the creation of 10 
- reorganisation of working time  regional partnerships of TEC 
so that both spouses can reconcile  local authorities, major local 
work and family !ife;  employers etc. The partnersl 
· • development of structures and  will initiate and develop loc• 
alternative methods of caring for  projects to help wornen 
the  children of working parents.  participate more fully  in  reg 
economies . 
System of business start-up 
incentives for women. 
-
~f(ll,..'t 
4.,...g 4.  Targeted reductions in indirect labour costs 
Situation 
.··. 3?\  ~~~t~~s  <r- ~(o1:nh · · 
4Ôj  pit;e~i #p{es  (% ()fGQPÎ 
41. 
'42; 
Social security ·  contr~buBq~  {% ()f GDP)  .. 
'l'ota! s4tfiitory contiJ"buUons and charges (%  ofGDP)  ·.  .  . .  ..· ....  ·.  .  ....  . 
43.  Statutory taxation on elleŒY (% 9fGDP) 
44.  Cost s~ctul"e  {% 9f1J)tajp~t). 
45..  DirectWage costsir1% 
46.  - ·of whlch direct wages 
47.  Indirect of wage costsil)% 
:::  ~~Q:!;h,r;~~~~JJ~ 
50.  Tax on earned income{~  ~(1-V~~· mt)  ••  ·•· 
51.  Incarne tax 
BELGIUM 
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12.4 
16.9 
16.4 
52.  Social securicy· contributiollSWhere e~~~  l,,,~;;~  ... nn•l 
<average earnings .  ··.· ...  c··········.········ ·····  ·  )  .  53.  Socialsec.  u. ritJc.  ont.n.  'bu.·.  t.iol)Slvbe~e eânrlftgs l Pr!lî>orûôllllt  > average eariJ.ings  ·  ·  ·  .. ·  ·.· ·  .. ·  .·.  ·  ·  ·  .· ... ·  .  · · 
Measures  Temporary reduction for the 
recruitment of  certain work.ers 
Exemption from employers' 
contributions at the minimum 
wage leve! for 2 years, for the 
recruitment of one worker, an 
additional worker or certain 
replacements. 
Disadvantaged youn11 people 
Exemption from employers' 
contributions. 
Decrease in  Stjcial COJ"tJ·for 
SM  Es 
Proportional ;md flat-rate 
reduction. 
f,() 
60 
Tax reform 
As of 111/94, a tax reform will be 
introduced gradually up tC>  1998. 
It includes a reduction in 
marginal tax rates compensated 
by: 
an  increase in social 
contributions (8.6% for workers 
(~% in  1994) and 0.6% for 
cmployers calculated on gross 
incarne); 
a broader tax base; 
eco-taxes. 
lhis reform will  bring the 
structure 'of statutory contributions 
and charges in line with those of 
other Member States. 
20;8 
8;2 
12.1 
4Ll 
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10.8  11.2 
12.2  12.6 
12.4  13 
35.4  36.8 
1.87 
.  f 
__  j 14.7  14.6 
9.9  9.6 
19.5  19.~ 
44,J  43.7 
1.84 
'lü 
F amily allowdnce contributions 
These contributions are no longer 
payable for wages  le~s th.an  1.1 
times the  S~f!C, and only half 
the amount is payable for wages 
between  1·.1  and 1.2 tirries the 
SMIC. 
12.L5  1  2,91 
' 
13.2 
loci 
... ,]  .  .  . ·:'j'fR  2.26 
74.4 
SS.4 
2S.6 
22  ., ... 
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Reduction in social securil)· 
contributions for employers of 
low wage-earners 
The last budget reduced 
employers' contributions to  the 
national insurance schem'e  chietly 
for low wage-eamers, adding up 
to  a total of approximately f.  0.8 
billion next year. 
1% increase in the principal rate 
of employees' com,ibutions. 
lncrease in the lower and  upper 
in come limit (f.S 7 and  1:430 p<r 
week). 
61 
61 Recent measures 
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lncrease U. the MAR/BEL 
reduction 
As of 1/1/94, the MARIBEL 
amounts are as follows: 
- in sectors exposed to 
international competition: 
- basic amount: FB 8 437 per 
quarter and per manual 
worker; 
for the first S blue-collar 
workers in companies with 
less than an average  o~  20 
workers: FB 9 300 per 
quarter. 
•  in the other sectors eligible 
under operation MARIBEL: 
•  basic amount: FB 1 875 per 
quarter and per manual 
worker.. 
- for the fm;t  S blue-collar 
workers in companies with 
Jess !han an average of 20 
workers: FB 3 000 FB per 
quarter. 
The priee of petrol has been 
increased in  order to fmance the 
additional MARIBEL benefits. 
Recruitment plan for young 
people 
Employers who take on young 
people aged under 26 who have 
been unemployed for 6 months 
are exempted from social security 
contributions: 1  st year: .1 00%, 2nd 
year: 75%, 3rd year:  50%  If the 
young person has been 
unemployed for more !han 9 
months, employers are also 
exempted from social security 
contributions (H.07%) for 1 year. 
Increase U.  social security 
contributions 
Social security contributions were 
increased by 2. 75% during 1994. 
93  94 
Recruitment subsidies 
Companies which conclude 
temporary contracts (1·3 years) 
with unemployed people aged 45 
or over or with disabled people 
will be  entitled to a 75% 
exemption from payment of social 
security contributions.  If  the 
company has  less than 25 
employees and recruits long:terin 
unemployed people under 45,  it 
will be entitled to a 50% 
reduction. 
Self-employed petsQns. who 
recruit their flrst employee aged 
over 45  will not pay social 
security contributions, whereas if 
the worker is younger, they will 
be entitled to a 75% reduction. 
The transformation of  temporary 
contracts into  open-ended 
contracts will  entitle employers to 
a subsidy of PT  A 400 000 if  the 
worker is under 25  and PT  A 
500 000 if  the worker is  over 45. Reduction in socùzl security 
contributioM 
audgeting for family allowance 
contributions (5.4%), which began 
on  1 July 93 with the total 
exemption on wages up to  L 1 
times Jhe SMIC, and payrnent of 
half lhe amount for wages 
between  1.1  et 1.2 times Jhe 
SMIC, will continue until 1988 on 
lhe basis of  a  10% annual 
increase in the wages concemed. 
ÛQ  1/0 li9S, the next stage will be 
the total exemption for wages up 
to  1.2 times lhe .SMIC and SO% 
exemption for wages between 1.2 
and 1.3  times the SMIC. 
ln 1.988 lhis affected almost 7 
million workers, i.e. over SO% of 
th; total ernployed in the 
commercial sector. 
Reduced contributions for low 
wage earners 
The "Budget Act" of 1994 
provides for a reduction in social 
security contributions (-3.2% for 
employers and -2.2S% for 
employees) for wages of Jess than 
I.  9 000. The Temporary 
Employrnent Levy of 1% for ali 
employees was ended. 
ln addition, a series of  tax 
me&Sures have .  been taken targetcd 
mainly at SMEs. 
Exemplion from socùzl security 
contribution 
The Social Wclfare Act 1994 
pr~ides for an exemption for up 
to 2 years from lhe Employers' 
Social Security contribution in 
.respect of  eaèh new employee 
recruited to a new (  additional) job 
and who was formerly registered 
unemployed for at !east 13 week.s. 
Lower social security 
contributions (Law 223/91) and 
tax credits as "hiring premiums"to 
fmns which hire additional 
workers from "weak" categories 
(Decree 3S7/94) converted in 
August 1994). 
Tax rebates for new entrepreneurs 
(Dècree 357). 
Lower social s~curity 
contributions for fmns operating 
in Southem ltaly revised by 
Dccree of S August 1994 to 
conform with EC directives. 
PORTUGAL 
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1.4% reduction in unemployrnent 
insurance allowance from ·ln/94. 
93  93  94 
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Reduction in employer 
contributions for lo..-wage 
earners 
Employers will have to pay only 
S.O%  contributions for those 
eaming less than FB 41  040 and 
degressive contributions (SO-l 0% 
reduction) for those eaming FB 
41  040 - SO  760.  The measure 
takes effect from 1 April 1994. 
Plan  •  Plus one" (Global Plan) 
Greater reduction in employers' 
social security contributions for 
the recruitment of one worker 
(lOO% with no maximum limit, 
then degressively down to  SO% 
for 3 years). 
TaxaJion 
V  arious ta.xes  have be  en increased 
in order to balance the social 
security budget and finance 
measures under the Global Plan 
(V  AT, excise duties, real estate 
and movable capital income) and 
a special contribution for private 
individuals has been introduced. 
S ociol security 
lt is  anticipated thal the social 
security budget will be balanced 
by the end of 1996.  lt is planned 
to reform the structure of the 
social security system in  future to 
establish a cléarer distinction 
between the sectors associatcd 
with employment (and 
contributions) and the othcrs. Redllction in indirect /abolir 
costs 
Measur~s decided under the 
tripartite agreement concem 
increasing employment, 
controlling inflation, and·· 
compctiti\·eness, with an emphasis 
on  rl!d uction_ of non-wage  coSts, 
raising of the solidarity tax levied 
o~1 th!.!'  ~o:ommunes, increasing 
cmplo~·rlh.'llt fund  resources by 
intwdul·ing a social levy on fuels, 
and neutralisation of the leve! of 
paymenl  indexation. A.nticipated 
rl!dudion  in  indirect labour  cOsts 
by  a  1  .  7" o de,:rease  in- employefs' 
so~.;·ial- s~..·~.·urity  contribution~ 
(contrihutions: farnily allowances) 
(entry into  force  1.7.1994). 
Redllction in indirect labour 
costs 
'The economie and social council 
wishes. priority to  be  given to 
measures leading to a substantial 
reduction in  the difference (HFL 
15  billion) between total wage 
costs and net wages, particularly 
in the lower sector of the  labour 
market  The  govemment will 
propose a reduction in  employers• 
contributions (OA%  of GDP) and 
another 0.4% reduction  of GDP 
for the  initial  employee tax 
brackets. 
Redllcti01i in indirect labour 
costs 
Basic studies are  being carried 
out, the  outcome of which may be 
a plan to reduce social charges. 
This tapie is  included  in a draft 
economie and  social agreement · 
for 1994-99 presented by the 
govemment to  the social partners. 
~ 
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5.  More  active policy 
Situation 
54.  Employfui:rtt ïJOlicy  (%  3.46  3.~3  3.64 
0.24  0.11 
0.59  0.08 
0.06  0.06 
o.si•  0.32 
n:a 
0.57 
3.07 
n.t a 
3.07 
% of eamings • 
56.  Unempl~yc~  disco~ged  •• (o/~ ~f~iy~  ~~p.}.·  .. 
57.  Long~term unempl9yJl1ent rate  .  .  .  .  .  .  .  1. 7 (Unified Q<:rin!IIIY)  8 
ttC, 
66 2.82 
0.13 
0.35 
0.23 
0.11 
0.06 
0.88 
.1.46 
0.47 
1.93 
12 
80 
linlimited 
67-33 
0.1 
3.6  3.4 
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67 5.1.  Active measures 
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Active labour market policies 
reflect the complexities arising 
from the political organisation of 
the country and experimentation 
with a large number of  policies. 
The reduction in social security 
contributions is an important 
means of maintaining and creating 
employment.  The sharing of 
employment by methods such as 
career breaks, promotion ·of part-
lime employment and early 
retirement is also extremely 
important and is sometimes 
associated with job creation 
programmes. 
Outplacement 
Substantial mcrease in collective 
agreements in the event of 
restructuring, which provide for 
outplacement in favour of 
redundant workers.  · 
Jobclubs 
To help jobseekers organise their 
job search more effectively. 
Unentpla)•ed pèopk diffu:ult to 
place in employment 
Employers are given financial 
incentives to recruit unemployed 
people difficult to plaœ on an 
open-ended contract, which 
represents a net increase in the 
number of workers. 
Despite the fact 1hat it gives the 
long-term unemployed a 
guaranteed offer of employment • 
one of the .rare cases in which 
long-term unemployed people.  are 
entitled to obtain work - Denmark 
still has a substantial number of 
long-term unemployed.  Changes 
were introduced in 1992 (training 
opportunities) in arder to rend  er 
employm~nt  promotion measures 
more effective.  The labour 
market reform of 1993 aims to 
"activate" and decentralise labour 
market policy.  Denmark has the 
highest leve! of unemployed 
people and workers un,jergoing 
training.  This has been boosted 
by parental leave and training 
leave measures where those who 
left their jobs temporarily were 
replaced by the unemployed. 
EmploJ•ment opportunities plan 
The aim is to offer unemployed 
workers a reasonable job with a 
view ta their reintegration into the 
labour market.  Unemployed 
people over the age of 25 are 
offered a job after 12-21  months 
of unemployment.  The contract is 
for  at !cast 9 months in the 
private scctor and at !east 7 
months in the public sector. (For 
young people see point 6). 
The most important provisions · 
(now applying to the who  le of 
unified Germiny) are the 
encouragement of vocational 
training and retraining of  the 
unemplyed and people threatened 
with unemployment, the short· 
time working allowance {for 
working hours !ost as a result of 
fluctuations in economie activity 
or economie restructuring), the 
promotion of  job creation 
schemes and productive job 
creation (  schemes to improve the 
environment, community work 
and work with young people). 
Promotion of  job creation 
measures for older workers 
Subsidy for unemployed people 
aged over 50 whichmay amount 
ta S0-75% of eamings for a job 
lasting· S-8 years. 
Speciol national employment 
promotion measures for the long-
term unemployed 
Degressive subsidy for  12 months 
towards wage costs in the event 
of a fixed-term employment 
contract for a long-term 
unemployed persan. 
As in the case of other countries 
. in the south of  the Community, 
Greece has not yet fully 
established an active labour 
market policy.  Greece is  still in 
the process of shaping its labour 
market policy, in the proper as 
weil as  in the figurative sense. 
The ESF's impact on the 
implementation of an employment 
policy in Greece should be 
stressed. 
The importance of  family 
structures whicb allow the 
development of a structured 
network of solidarity based on the 
family is an additional 
explanation for the present 1\)W· 
key development of active 
policies. 
Subsidies for employers who 
crèate new  jobs 
Any employer (pri,·ate or public) 
who creates new jobs receives a 
premium (  corresponding to a 
percentage of  !he minimum wage 
of an unskilled worker) for one 
year and he may make employees 
redundant during that period. 
Reduction of in.:ome tax rates for 
workers  in  certain  regions. 
Alongside legislation aimed at 
iimproving the functioning of the 
labour market, training plays a 
very important raie in labour 
market policy.  However, in terms 
of  the numbers taking part, 
employment promotion measures, 
including measures for self-
employment are more important. 
There is  a wide range of 
programmes but the rate  of 
expenditure on active policies is 
stilllow. 
Despite major efforts in recent 
years to modify the structure of 
spending in favour of active 
policies, the relative importance 
of passive employment po licy 
measures  continues to  increase. Employment policies were 
relatively passive for many years. 
Efforts have been made over the 
past few years to develop active 
policies and to establish a closer 
rdationship between social 
security benefits and active 
policies (in particular RMI 
(  occupational integration 
minimum income)). 
There is. now a wide variety of 
active measures targeted mainly at 
young unemployed people and the 
long-term unemployed. 
France, in tine with other 
countries, has also. implemented 
early retirement and preventive 
measures; 
These policies consist of a mix of 
training and employment 
promotion measures. Young 
people ànd the long-term 
unemployed are the main target 
groups.  A fairly comprehensive 
range of measures is  available: 
apprenticeships altemating with 
full-time vocational training for 
adults and subsidisation oflabour 
costs in the commercial sector and 
the subsidisation of imployment 
in the community. 
For many years, the main features 
of the ltalian labour muket were 
a high leve! of employment 
protection through the CIG 
(wages  guaran~ fund) and a 
high leve! of  unemployment 
among young school-leavers and 
other fU"St-time job seekers.  This 
resulted in an inflexible labour 
market.  These two problems 
seem to be in the process of 
being. partially resolved through 
the introduction of mobility lists 
in tandem with the CIG and 
restriction of  the length of 
utilisation of  the CIG and through 
the development of  sandwich 
training contracts. 
Availability of  a number of 
measures to promote and assist 
recruitment, particularly in order 
to facilitate occupational 
reintegration of  .the  long-term 
unemployed an~ older 
unemployed people. 
On! y the N  etherlands (and 
Deiunuk) offer young people the 
right to employment (which will 
atrèct the who le of this group in 
1998).  Training for the 
unemployed is  an important 
feature of active labour market 
policy.  There are original 
instruments such as the "Star! 
temporary agency", which is a 
foundation which helps to 
integrate young jobseekers 
experiencillg difficulties (the 
foundation is not subsid.ised), 
"labour pools"  (Banenpools) 
which offer the long-term 
unemployed employment in the 
non-commercial sector.at the 
minimum wage.  Sorne 
instruments promote vocational 
experience for the unemployed 
and apprenticeships.  The main 
· reforms conceming the public 
employment service have been 
tripartism and· decentralisation, as 
weil as the development of self-
service placement schemes. 
"Job clubs" (Sollicitatieclubs) for 
persans unemployed for more 
than 6 months have given very 
good results.  "Pathways to 
employment11 
(Trajectbemiddeling) provide an 
opportunity to discuss with 
unemployed people measures 
adapted to their situations. This 
method has also given good 
results. There are also various 
wage-cost subsidies, training 
programmes, workshops where 
people can  acquire necessary 
experience, and help groups for 
the  unemployed. 
A wide variety of actiVe  measures 
have been implemented but most 
of  these are on a small scale. 
There  are numerous rneasures 
relating ro the cooperative and 
craft-sectors.  Training measures 
receive the most funding (assisted 
by the ESF), closely followed by 
measures aimed at special 
categories of workers, of which 
young people, whether or not 
unemployed, comprise the 
principal target group. 
In December 1993 a set of 
measures active employment · 
poÜcy and unemployment 
prevention of and fight against 
were adopted, relating in 
particular to long- and very long-
term unemployment. The aim is 
to facilitate the (re )integration intQ 
the job market of  those currently 
unemployed orlikely to become. 
unemployed. 
These measures include 
vocational training aid, 
employment programmes, 
training, business start,up support, 
incentives to occupation of the 
11nemployed,  and promotion of 
recruitment (s_ee  detailed 
description under "recent 
measures 11). 
UNITED  KINGDOM 
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The govemment has taken an 
active labour market approach. 
Employees ,.re encouraged to 
notify vacancies, particularly 
those suitable for  unemploved 
jobseekers, to Jobcentres. 
Vacancies are  displayed for self-
selection by jobseekers who are 
then interviewed by Jobcentre 
staff bef  ore  interviews with 
employees are  arranged. For th ose 
who require additional help, a 
range of advisory and programme 
help is  available. 
Job clubs 
For those unemployed over six 
months; provide guidance and 
training on jobsearch techniques; 
bring people together in a 
mutually supportive environment. 
Stationery, stamps and telephones 
are ali provided  (2'19000 people 
helped at a cast of .!:Sim in 
1993/94; for 1994/95 there will 
be  265000 opportunities at a cost 
of{S3m). 
Job interview guarantee 
For those unemployed over 6 
months; employer guarantees 
interviews in retum for enhanced 
vacancy filling  service; enhanced 
services include matching 
individual jobseekers .to vacancies 
and providing job preparation 
courses (there will be 300000 
opportunities at  a cost of L30m in , 
1994/95) 
t,q 
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PromotiOn of  employment for 
groups ofunemployed  peopk at 
risk 
Support amounting to  0.1 So/o of 
the wage bill for the development 
of initiatives to promote 
integration of persons at risk and 
persons to  whom the 
accompanying measures apply. 
The arrangements are laid down 
in a collective agreement. 
A.ccompan}'ing measures for the 
unemployed 
After 9 months of unemployment 
(persons, under the age of  46 
only), compulsory accompanying 
measures provided by public 
employment services. 
Training opportunities plan 
To  improve employmènt 
prospects for the long-lerm 
unemployed by means of  training 
measures combined with a 
training allowance (max. 2 years). 
(For young people see point 6). 
Recruitment subsidies 
Subsidies granted by the local 
authorities to promote recruitment 
in private companies. 
AtMce, and guidance 
Organisation of  job preparation 
courses and educational and 
vocational guidance activities. 
Measures in favour of 
particularly dUadvantaged 
groups of  the long-term 
unemployed and other 
unemployed  people difftcUIJ to 
place 
80% subsidies (usually) towards 
investment costs and running, 
costs. 
GREE CE  SPAIN [
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Job SeJUch Seminor 
For those unemployed over  13 
weeks; provides information on. 
how best and wbere best to look 
for employment (69000 people 
Were helped in  1993/94 at a cost 
of t4.7m. There will be  75000 
OP!>ortunities at a cost of L4.7m 
in 199419$). 
Job Rni.ew Workshop 
For those unemployed over  13 
weeks; helps people to  review 
their career progress and the 
options open to them; intended 
particularly for unemployed 
people witb experience of· 
professional and elCecutive 
employment (37000 opportunities 
at a cost of L2.8m in 1994-95). 
R~tort  Inteniew 
Mandatory for ali those reaching 
6 months unemployment, 
repeated every 6 months; advice 
given to  assist long-term 
unemployed people t0 lake up 
opportunities (worlc, training etc.); 
enables public employment 
service to conflrm clients are 
available for and actively seeking 
work; over 3 million interviews 
conducted in  1993/94. 
Jobpüm Workshop 
Mandatory week-long course ·for 
those unemployed for  12  months 
who refuse other off  ers of help; 
otfers one-to-one assessment and 
guidance to help clients develop 
an effective plan to get back to 
work (250 000  opportunities at a 
cost of L27.8m  in  1994/95). 
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Unlimited unemployment benefit 
under the insurance system, 
without a minimum period of 
contributions (young people are 
eligible on the basis of their 
tra!ning and after a period of 
waiting), but numerous 
modifications have been 
introduced to prevent fraud and to 
try to take the family situation 
and income into account  At the 
present time, the right to benefit 
is  suspended, subject to  certain 
conditions; when the  duration of 
unemploymcnt exceeds twice the 
regional average. 
There was substantial early 
retirement hut ·limitations have 
now been imposed. 
Benefit limited in principle to 2V, 
years but employment and 
training plans allow  entitlem~nt to 
employment benefit to  continue. 
(Has been changed.  See "recent 
measures"). 
Unemployment benefit paid out 
under unemployment insurance is 
limited depending on age and the 
duration of employment (from 
156 days for a person aged under 
42  who bas worked for 12 months 
to  832  days for a person aged 54 
or over who bas worked for at 
!east 64 months  ).  When 
unemployment benefit ends, the 
unemployed person receives 
unemployment assistance for an 
unlimited period, but the person's 
income situation  Îs· taken  into 
account. 
Limited unemployment benefit 
depending on period of 
employment, with a maximum of 
12  months for 250 da  ys of 
employment during the previous 
14 months and a minimum of S 
months for 125  days, plus in ail 
cases an additional 3 months at a 
reduced rate.Benefit amounts to 
40% of  wage for blue-collar 
workers and 50% for white-collar 
workers (with a minimum of 2/3 
of  the minimum wage) plus 10% 
for each dependant. When 
entitlement to benefit ceases, an 
allowance equal to 50% of  the 
main bene fit is pa  id. 
SPAIN 
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Unemployment insurance benefits 
limited as  a function of 
contribution periods in the last six 
years.  70% of  reference wage for , 
the fitst  180 days, then 60%. 
Benefits between the minimum 
inter-sectoral wage and 220% of 
this wage. Subsequently, 
unemployment assistance subject 
to means-testing for 18 moths, 
except for certain categories of 
unemployed.  Minimum of 75% of 
the minimum inter-sectoral wage 
(unemployed person without 
dependent children). Restart Coune 
A 2-week part-tirne mandatory 
programme for those unemployed 
for· 24 months who refuse other 
off  ers of help, helping them 
develop a route back to work and 
arranging a placement for them at 
the end (120 000 opportunities in. 
1994/9~ at a cost of .f.l2.5m. 
Work trials 
For those unemployed over 6 
months; enables employees. to 
assess the suitability of long-term 
unemployed cliénts for a vacancy 
before committing themselves to 
employing them; enables 
unemployed people to prove 
themselves in a real job while 
their benefits continue to be  paid 
to them; trial period lasts for up 
' 
to 3 weeks (20 000 opportunities 
at a cost of .(3.8m in 1994/95). 
Unemployment insurance  Unemployment benefits initiaUy  Ordinary benefrt (20% of  normal  Benefit limited to 12 months (plus  Benefit under unemployment  !.·lain  benefits~ limited duration  Flat-rate benefits: duration 
Duration of payment of  Iimited to 390 days at flat-rate,  remuneration) paid for a  6 months for persons difficult to  insurance limited to 6 months  based on age.  restricted to 312 da  ys (  excluding 
allowances (basic allowance and  then pay·related benefit (approx.  maximum of 180 days in one  place) under the unemployment  with possibility of extension of  Minimum ofi  0 months for  Sundays) for each interruption of 
end-of-entitlement allowance)  12% of  weekly eamings in  year.  irisurance system. Subsequently,  between 3 months and 4.5 years  unemployed persons under 25,  employment.  A claimant is 
varies between 4 months  previous income tax year with  Special benefit (Law 223191), for  unemployed persoris receive  depending on age and work  maximum of  30 months for th  ose  entitled to another period of 312 
minimum and 60 months  ceiling) for 375 days. On expiry  workers with at !east 12  months  benefit  under the resource  history. Subsequently unemployeél  aged  55  or over.  days if he has been in paid 
maximum, depending on duration  of unemployment benefit,  service, paid for 12-36 months  guamntee arrangements for· an  persons receive unemployment  E~1ended benefits: 50% of these  employmentfor 13  we<ks  (not 
of membership and age.  unemplo}ment assistance may be  (depending on age) and up to 48  unlimited period, but subject to  assistance for an unlimited period  periods.  necessarily consecutive) during a 
Solidarily arrangements  paid, subject to a means test.  months in  southem regions.  mcans testing. Older unemployed  subject. ta certain conditions  Unemployment insurance benefits:  reference period, each one 
• Long-term unemployed:  Pre-retireltU!nt  A/Wwance  persans are covered by special  regarding their incôme. There are  65% of average wage for the 6  comprising at )east 16  hours' 
a!Jowance granted in 6-month  A pre-retirement a!Jowance is  conditions in connection. with the  various invalidity insurance  months preuding the 2 months  work.  Outside these periods thore 
periods for unlimited time.  payable to persons between 55  unemplo}ment insurance system  schemes for. eider!  y workers, the  prior to  unemplo}ment.  is  a financial aid scheme for 
• Special categories: maximum  1  and 66 years of age.  and carly retirement arrangements.  disabled, those unab1e  ta work for  Unemployment assistance: 70- pers  ons not working full-time  ( 16' 
year.  long periods, etc.  100% of minimum wage  hours or more per week), whose 
according to  number of  eamings are less than a set 
dependants.  minimum.  Modification in 
progresS, see'  "measures being 
prepared". 
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Three public services deal with 
job placement: VDAB, FOREM, 
ORBEM. These three regional or 
community employment services 
are run by bipartite management 
committees.  Joint sectoral 
training· centres exist in many 
sectors. 
]t should be stressed that there is 
no legislati()n relating to selection 
or recruitment consultancies.  It is 
therefore difficult to have an 
accurate ide a of  their importance. 
The National Labour Market 
Authority is responsible for the 
public placement service. It 
maintains 14 regional employment 
offices and each region has a 
number of local offices (approx. 
96 offices in total). 
There also exists 1 national and 
14 regional Labour Market 
Boards, comprising 
representatives of the social 
partners and regional and local 
authorities. The Boards exist to 
organise measures for the 
unemployed at local leve!, and are 
also involved in the 
administration of  job offers and 
training schemes. 
The situation has changed 
considerably since 1 July  1990. 
Private agencies rnay now operate 
without prior ailthorisation from 
the public authorities and charges 
are now made for certain specifie 
services offered bythe public 
employment service, a situation 
which, in the opinion ·of,the 
Danish authorities, is in 
compliance with lLO Convention 
No 82 on the organisation of  the 
employment service.  However, 
the Director"General for 
employment has regulatory 
powers in these areas and his 
decisions are binding on ali 
private agencies. 
The Federal Employment Service 
has  184 main offices and 640 
services providing country·wide 
job placement and guidance for 
ali categories of  job and 
employment, free of charge. Iri 
addition since 1 August 1994 it is 
permissible for private bodies to 
work in this field, subject to 
possession of a licence delivered 
by the Federal Employment 
Service. Applicants have a legal 
entitlement to a licence if  they 
meet ali the professional, fmancial 
and commercial requirements. 
Applicants for licences from ali 
EU countries are treated equally. 
Placement for jobs abroad outside 
the EU is  limited to a certain 
number of  job types. 
Since 1931, Greek law has 
imposed a ban on private profit· 
making placement agencies in 
Greece.  Penalties, in the form of 
imprisonment or fmes are 
imposed on those who break the 
law.  Employers are also obliged 
to notifY ali recruitments and 
redundancies.  This obligation is 
not applicable to job vacancies. 
Iri spite of the legal situation, 
studies show that unlawful private 
agencies do  exist and operate 
under many fonns, such as 
insurance agencies, etc. 
Non·profit-making organisations, 
however, are not subject to the 
ban imposed by the law. 
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Until the end of 1  ~93, private 
employment agencies were 
forbidden under Spanish law. 
Personnel selection agencies or 
enterprises have to indicate the 
employment office job vacancy 
number in theii advertisements. 
Thus there was a distinction 
~etween the two types of services 
• private employment agencies 
(prohibited) and personnel 
selection agencies.  Only the latter 
were authorised.  However, there 
was still an obligation to notifY 
job vacancies to the employment 
office. 
These provisions were amended 
by Royal Decree 18/93 
(subsequent!  y Law 10/94 of 19 
May) (see "recent measures"). FRANCE 
91  92  9J 
Sorne public establishments or 
jointly administered bodies may 
operate alongside the public 
placement service.  Bodies must 
be  approved, or sign an agreement 
with, the national employment 
agency (ANPE).  Though private 
bodies are authorised to  operate 
on the market, they remain under 
the control of the public service. 
Other bodies carry out activities 
related to job placement. 
There are also recruitrnent 
consultanèies.  lt is difficult to 
assess the real importance of  such 
enterprises. 
FAS  operates a public 
employment service· through a 
network of 54 employment 
Services Offices throughout 
lreland. These provide a matching 
service between job seekers and 
vacancies. They are also linked to 
the EURES  System of EU 
vacancies. 
Private employment agencies have 
been authorised in Ireland since 
1971.  Prior to establishment, they 
must be authorised by the 
Ministry of  Employment and are 
obliged to send lists of  the 
placements made every six 
months. 
l 
There is  a public monopoly in 
placement services and private 
employment agencies are 
therefore banned.  Employers are 
obliged to notifY ail job vacancies 
to the public employment service, 
and in principle ail recruitrnent 
must be  carried out via this 
service.  Thore are exceptions to 
this rule for the recruitrnent of 
certain workcrs. 
The law of 21/02176 stipulates 
that job placement is  the 
exclusive responsibility ofthe 
public employment se!Vice and 
thal it is  free of charge. 
Moreover, employers are obliged 
to  notify vacancies to the public 
employment service.  Failure to 
do so can result in  a fine.  There 
are severa! recruitrnent 
consultancies operating in 
Luxembourg.  These must comply 
with the law of 1976, particularly 
with regard to the notification of 
job vacancies.  Thefe are also a 
number of non-profit-making 
associations.  _) 
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The law of 1990on employment 
services authorises the .creation of 
private placement agencies 
offering a who le range of services 
and acting as  an intermediary 
bctween jobseekers and 
employers. 
These private agencies cannot 
operate without a licence.  The 
law provides thal the work of 
these agencies must not be 
detrimental to the interests of 
workers or to the good relations 
between the various parties on the 
labour market  More specifie 
instructions may be issued by the 
CBA  (central employment 
council). 
The government has proposed the 
discontinuation ofthis system of 
licences. 
UNITED KINGDOM 
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The establishment of private 
placement agencies is  subject to 
prior authorisation from the 
Ministry for Employment, acting 
on an opinion from the lnstitute 
for Employment and Vocational 
Training. 
The law also makes provision for 
a fee  payable by the work.er, 
which varies depending on the 
length of contract concluded.  lt is 
interesting to note that the 
difference between placement 
agencies and temporal)' 
employment agencies was 
specified by law only in  1989. 
Since 1993  an employment and 
vocational training observatory 
has  existed, responsible for 
monitoring job market trends and 
evaluating employment po licy 
measures. 
Back-to-work help  is  provided 
through a nationwide network of 
1200 Employment Service 
Jobcentres, and 82  Training and 
Enterprise Councils (TE Cs),  The 
Employment Service is  a publicly 
owned agency and is required to 
meet specifie targets set out in  an 
Annual Performance .Agreement 
TECs are private sector led  and 
payinents to them are based 
partly on the results they achieve. 
Private placement agencies  and 
temporary  emplo~ment businesses 
are subject to a minimum 
standard of conduct which  is 
enforced by Emplo~ment 
Department  inspe.:to~. 
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Unemployment benefll (Royal 
Decree of  2711219.3) 
Extension of waiting period for 
young people after completion of 
studies. 
Bringing forward of period of 
flat-rate benefit for cohabiting 
unemployed person ( 15 instead of 
18  months). 
Extension of period of further 
employment (12 instead of  6 
moriths) to be able again to claim 
allowances ·  based on !ost wage 
rather than a flat-rate or 
decreasing sum. 
Right to benefit for young 
cohabiting unemployed persons 
eligible on the basis of studies 
suspended after 24  months. 
Unemployment benefll and  job 
creation schemes 
The two new laws on active 
labour market policy and on local 
activation will be in force for a 
three-year period (1994-1996), 
They cannot be extended beyond 
the end of 1996. The two new 
laws on active labour market 
policy and on local activation 
took effect on 1 January 1994. 
The changes imply that the 
'Danish activation system will 
seek to adapt itself more to the 
needs and requirements of  the 
individual. 
The responsibility for job 
provision and activation is placed 
with the regional labour market 
councils and with the  local 
govemment autborities.  The 
practical responsibility still lies 
with the Labour Exchange System 
(AF) and with local govemment. 
Unemployed persons are entitled 
to certain minimum rights during 
the 7 years benefit period. During 
the ftrSt period (  4 years) they 
have a right to/obligation to a 
working and/or training period of 
in total  1 year. 
MeasiJres infa.vour of 
particul4rly dùatlvantaged 
groups of.long-tem unemployed 
and othe unemployed pesons 
tliff~eult to pl4ce 
Extended up to the end of 1996. 
The Emplo)ment Promotion Law 
which entered into force on  1 
August  1994 contains the 
following provisions: 
structural short-tirne work 
allowance for workers in the  coa~ 
steel, arms and engineering 
industries. No  right to re-
emplo)ment, retraining advised, 
extended to end of 1997.  Right to 
claim unemployment benefit and 
short-tirne working allowance 
during retraining courses of up to 
12  weeks, also for newly recruited 
trainees. Social workers'assistance 
for disadvantaged young people 
starting work.  Extension of 
existing employment measures 
(sandwich courses for under 25s, 
wage support payments for 50-
year-olds and over; unemplo)ment 
benefit for 59-year-olds without 
need to prove availability, training 
allowances for unemployed 
people under 25). 
Unemployment benefll 
At the Minister of Labour's 
recornmendation, unemployment 
benefits will be increased by 30%, 
the minimum amount being set at 
DR 60 000. 
Promotion of  employment 
- Part-time contracts are 
encouraged. 
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- Regulation of apprènticeship 
contracts and amendment of 
traineeship contracts. 
- Existing employment promotion 
contracts which last for a 
maximum of three years and will 
terminate between llO 1 and 
31112/94 can be extended once by 
up to  18 months. 
- Employment promotion 
progranunes for unemployed 
persons receiving benefit are 
being implemented. The fmance 
act will  determine the 
programmes' and peneficiaries 
each yeat. 
Placement 
(Law  10/1994of 19  May) 
The obligation on employees  to 
recruit wcrkers only through the 
national institute for employment 
(!NEM) has been abolished. Non-
profit-making employment 
agencies are now authoris.ed to 
operate on the .basis of a 
cooperation contract with ]).  "E1L 
However, the employer is  still 
obligea to  notify INEM of ail 
employment contracts con.cluded. 
Public 'employment services may 
only intervene  in the case of 
contracts managed by 
themselves.Temporary 
employment agencies ·are 
authorised, but are  subject to 
regulations to prevent the 
presence of simple intermediaries 
on the job market and to ensure 
that legal obligations are complied 
with . Exemptions for recruitment of 
new employees (extension of 
existing measures) 
The five-year law provides for 
reca:uitment subsidies for the fii'St, 
second and third employees. 
Extension of  tUsistance to 
unemployed  people who aeate 
their own busùiess (A.CCRE) 
ünemployed people who have 
been registered as job seekers for 
six months and are in receipt of 
the RMI are entitled to flat-rate 
assistance from the State of ECU 
4 834 and extension of  free 
entitlement to social seèurity from 
6 to 12 months if  they create a 
business or take over a business. 
Expansion 
Companies will be encouraged to 
grant loans at favourable rates to 
members of their staff who .create 
their own business. 
IUegal employment 
A series ofmeasures consolidates 
the fight against undeclared 
employment, the unlawful hiring 
out of labour, etc.  Criminal 
responsibility for undeclared 
employment is  extended to legal 
penons. 
·Programme  for Competitiveness 
and Work 
This programme, which was 
finalised in January 1994 and 
covers the period 1994-97, is the 
third in a series of agreements 
between the Government and the 
social_partners designed to 
provide a framework for 
economie growth and thereby 
boost employment. It focuses on 3 
areas: 
the development of  small 
business and start up 
enterprises; 
the further development of 
jobs in the services sector; 
and 
the development of 
community-based work. 
The programme aims to have 60 
000 more people at work between 
1994 and  J997, and to have 
100 000 people in community 
based work who would otherwise 
be unemployed. 
Job-search support 
Financial support may be granted 
for counselling and job-search 
support services for workers 
registered with the CIGs or in the 
lnobility lists in order to assist 
their reintegration into the labour 
market including placement in 
cooperatives md self-employment. 
Mobility lists 
A nurnber of  changes are made to 
workers' mobility regarding 
registration in the mobility lists, 
and the recruitment by the public 
administration of  workers from 
the special wage compensation 
fund (cassa integrazione guadagni 
straordinaria • C!Gs) and from the 
mobility lists. The aim of  these 
provisions is to promote  the 
employment of target groups 
(women, workers in CIGs md 
mobility, and workers in the areas 
of Naples and Palermo  ).  Until 31 
December 1994 workers can be 
registered in these lists, on 
condition thal redundancy resulted 
from either a reduction, change or 
cessation of  the fmn's activity. 
Wage-compemation fund 
New provisions have been 
introduced regarding duration 
periods and .other modalities for 
prolonging benefit entitlement 
from the_ wage-compensation 
fund:  until the end of 1995 the 
benefits provided by the "normal" 
fund to firms reducing the levet of 
or ending business activity ar~ 
extended to fums employing 
between S and  1  S employees in 
particularly disadvantaged 
regions; 
Employment  promotion measures 
In  connection with the tripartite 
agreement, the Law of 17/6/94 
lays down measures to ensure the 
maintenance of employment: 
• reemployment aid; 
• business start-up aid; 
• aid for creation of  jobs otfering 
socio-economic benefits; 
" job market transparency 
(reinforcement of  the role md 
improvement of the functioning of 
the employment administration, 
setting up of preventive 
mechanisms and penalties to 
improve the transparency of the 
job market, introduction of a · 
"soci.t identity card"). 
The following measure was 
introduced pursuant to the 
tripartite agreement: 
-increase in employment fund 
resources partly through the 
introduction of a social 
contribution consisting of an 
additional levy on petrol and 
vehicles, the priee etfect of  which 
will be neutralised in sliding wage 
index tenns (entryinto force 
1.7.94), and partly through a 1.4% 
index in the solidarity tax 
imposed on the communes (  entry 
into force  1.1.95). 
Plon to increase the number of 
job plocements by 1% per year 
· Despite the adverse economie 
trend, the employment service is 
sticking to its objective of 
achieving an annual 2% increase 
in the number of unempl<Jyed 
placed in employment during the 
next four years. 
Disability scheme 
.  On 1 August 1993 the Act 
"Restriction of  Clairns on the 
Disablement Benefits 
Regulations" entered into force 
and provided for a revision of  the 
Disablement Benefits Regulations 
(W  AO). The major elements of 
the W  AO  are the revision of  the 
defmition of long-tenn 
disablement, the adaptation of the 
amou nt of  the benefit to the age 
of  the beneficiary and periodical 
re-examination of  the 
beneficiaries. 
!tf  ore ~k  measures 
The application of certain 
measures has been made more 
flexible.  Regional employment 
councils defme the target groups 
and the amount of  subsidies on 
the basis of frameworlc directives 
issued by the central employment 
council (CBA). 
Individu  al  plllcement 
Introduction of a subsidy for 
persons unemployed for at least 2 
years who have found a job on 
their own and have remained in  it 
for three years. 
Wark training programmes 
An entirely new approach within 
the work-training programmes is 
the progressive reduction in 
working hours, agreed with the 
employers, for older workers, 
beginning four years before they 
are due to retire. At the same time 
unemployed persons will be hired, 
enabling them to receive training, 
supported by the older workers 
who pass on their knowledge and 
experience; during this period the 
latter receive a basic wage. The 
unemployed persons receive a 
wage, which may not exceed 
double the statutory minimum 
wage. 
Job creation and smaU business 
start-ups 
In  order to promote job creation 
and small business start·ups, 
increased funding is to be 
provided both to the long-tenn 
unemployed over 45  years of age 
who wish to become self-
employed and to employees 
reca:uiting this category of 
unemployed persons. 
Labour market integration 
To prevent long-tenn 
unemployment a labour market 
integration project has been 
developed. Personalised support is 
given to over-45 unemployed for 
more than 9 months, in the fonn 
of "individual support plans". 
UNITED KINGDOM 
91  92  93  94 
Carem Services 
The Act introduces new 
arrangements for the careers 
services, allowing a range of 
different organisations to provide 
careers services which are more 
flexible and more responsive to 
the needs of local people and 
local employers. 
Training for work 
A series of programmes have 
been modified and expanded. 
"Employment Training" and 
"Employment Action" arenow 
combined in a new programme 
"Training for Work" which is 
intended to provide 273  000 
adults (in England) with 
opportunities to irnprove and 
update their skills as  weil  as  to 
acquire new skills. 
Communily Action 
In addition,  ''CQmmunity Action"". 
a work experience programme_ for 
1S  000 long-tenn unemployed 
people, was  launched during 
summer 1993. 
(see point 7) 
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77 During the second period (3 
years) they have a right 
tofobligation to work an average 
of  20  hourS  a weelc.  The total 
period of  7 years can be 
prolonged if  the unemployed use 
the leave schemes • in the tint 
period with up to 2 years on 
training leave and with 1 year on 
parentalleave for each child they · 
have under the age of.9 - in the 
second period with U"aining leave 
for 1 year (maximum two years in 
total) and with  1 year on parental 
leave for each child they have 
under the age of·9. 
Stricter controü 
Stricter controls will be continued 
to coq1bat abuse and undeclared 
employment (in  1993, abuse of 
the system accounted for loss of 
between 1 and 2 billion DM). 
GREECE  SPAIN 
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UnmtployftiDit benefd 
As from  1994, unemp1oyment 
benefit is subject to income tax. 
Aiil for the unemployt!d 
Eligibility ha$ been restricted. The 
concept of "family dependant" 
has been limited to the spouse 
and dependent children.  Means 
testing has been reinforced. Per 
capita family income will in 
future be 75% of the minimum 
wage, on the basis of the above 
restrictive interpretation of  the 
concept of family. FRANCE 
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Employment-solidarity contracts: 
retargeting 
Employment-solidarity contracts 
will be reserved for the long-lerm 
unemployed, those aged over 50, 
disabled people, those receiving 
.the RMI and  18-26-year olds 
experiencing particular integration 
difficulties. 
Strictet' control of  job-.eeket's 
The law has now established rules 
on control. 
Re~ymentcontraa 
The period of exemption from 
payment. of  employers' 
contributions (social security, 
occupational accidents and family 
allowances) is  extended in the 
case of  contracts concluded from 
1/07/94 by: 
+ 18-24 months for job-seekers 
registered for more than 3 years, 
people over 50, those receiving 
the RMI who have been 
unemployed for more :han 3 years 
and disabled people; 
+ 9-12 months for other eligible 
persons. 
In the case of a fixed-term 
contract, the reemployment 
contract may be concluded for a 
maximum period of 24 months as 
opposed to  18  months previously. 
The Delalan.de contribution 
An additional contribution (from 
1 to 6 months of gross eamings) 
is  payable to the unemployment 
insurance fund  by the employer in 
the event of termination of  the 
employment contract of a worker 
aged 50 or more which makes the 
worker eligible for unemploymerÎt 
benefit.  There are sorne 
<.'Xceptions  and these have been 
supplemented. 
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JOb Facililators 
Job  facilitatonare appointed by  the 
1-.finister for Social  Welfare and are 
based at local offices of the 
Department. They have a responsibility 
for  identifying local  ernploymen~ 
education. training. and work 
experience· opportunities. and for 
advising and assistins the unernployed 
(and particularly the  long lerm 
unernploycd) to  link  into  thesc 
opportunities. 
Co.wlll)' Enrerpris• BDtuds 
In late 1993  the govcmment llllltounccd 
• the establishment of County Enterprisc 
Boards. The boards are bcing set up to 
promote job creation and community 
dcvclopment Thore arc 35 boards 
nationwide which includc 
- representatives from  loc·al  authoriti~ 
community; socîal partncrs and public 
agencies. 
A màjor expansion of temporary 
emp1oyme!lt m~eS  aimed at  c 
aUeviating high levels of long-lerm 
unemployment haS  been  put in train. 
The new  Community Employmcnt 
Programme will providc 40 000 places 
by the end of 1994.  Also  an  improvcd 
employment'counselling servict; is 
being eonsidcred - a pilot projcct bas 
been recently  introduced.  Additional 
placeS are being provided on  the 
Youthrcach schcme (carly school 
leaver&'drop·outs) and on. Second 
Chance  Educàtional Progi.imme for 
long-term unemployed.  Back to worl< 
s\ibsidy sCheme also  introduced.  _·Local 
Development Programme  in  operation 
and  additional areas of disadvantagc 
arc  b~u;g designated for Arca 
Pat'.nership companies to  assist the 
long.term unemployed. 
the benefit entitlement period is 
24 months. Also until the end of 
1994, the benefits provided by 
C!Gs are extended to cover 
entèrprises in the trade sector 
with more than SO  and Jess than 
200 employees. 
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Information and guülance 
The package of measures also 
includes. improved career 
information and guidance 
opportunities, in order to increase 
awareness of the solutions to. 
employment and training 
problems already available. The 
regional and local IEI'P 
employment offices now have a 
data bank covering ali the 
activities with the potential for job 
creation  . 
In the field of  job market 
integration, the IEFP promotes the 
creation of information posts, aid 
for human resources development 
promoters and aid for 
development associations. 
Two new instruments have 
recently been set up; 
- "Working !ife integration 
units"(UNIV  A). to help young 
people seeking their flrst job and 
others being recruited or seeking a 
job by facilitating the transition 
from training to work. UNIV  As 
have been set up in schools, 
trainirig centres, public 
administration bodies and 
professional associations. 
UNITED  KINGDOM 
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Measures being prepared  . Outplacemmt  Socilll ucurity reform 
The govemment wishes to ùse  M.erging of social insurance 
compensation in lieu of notice  funds.  Study of  the social security 
more effectively by  allocating part  system in  arder ta make proposais 
of it to outplacement services.  during the year which will serve 
The social partners will examine  as  the basis for social dialogue. 
this idea.  The bill provides for: 
Placement services  • optional insurance with 
The Flemish govemment is  retroactive effect for persans who 
examining the possibility of  have particpated in radio, T\" and 
partially abolishing the public  cinema productions; 
monopoly in placement activities.  • special clauses on matters  such 
as the method of calculating 
contributions and benefrts. 
---------------
&-o =··-·~~~:; 
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Measures subsidising the training  • Job Clubs aim to provide  Jobseeker's AUowanœ 
of workers and apprenticeships  personalised support for the  lt has been proposed to introduce 
wiU be incorporated in order to  unemployed by helping them to  a jobseeker's allowance in  April 
improve the effectiveness of  these  integrale into working life. They  1996 in place of existing benefits 
measures ·and to increase the  are supported by ·the. IEFP and  (  contributory unemployment 
opportunities for specifie sectoral  may be set up by training centres,  benefrt and ·social security 
training.  the social partners and non-profit  benefits). 
.  Under the draft muhiannual  organisations.  Jobfintler's Grant 
programme (1993-2000) the  V  ocatWnlll training  A Jobfmder's Orant will provide 
regional and central employment  • Extension of scope of  fmancial assistance to those 
committees are expected to adopt  regulations on special training to  unemployed over two years to 
a new approach to the fight  providc qualifications and  encourage them to accept job 
against long·term unemployment  integration for persons in socially  offers by meeting the expenses 
The unemployed will be divided  disadvantaged groups.  involved in taking up  a job bef  or• 
into four groups depending on  • New course contents to combine  they receive their ftrst  wage. 
their capacity to fmd a .job,  technical training with initial or  Workstart pilots 
.•  ranging from the easy to place to  further training.  Workstart pilots provide 
thQse  who cannot be helped  • Vocational certificates,  employment subsidies for people 
directly by the placement agancies  recognition of  ski lis,  knowledge  unemployed for long periods (2 
and need further-reaching  and experience ~cquired outside  years and 4 years) and  will  t~st 
measures established in  the normal labour market  whether this selective approach 
cooperation with the  • Support for ftrms  undergoing  can minimise the inefficient and 
municipalities. The aim here is to  change in the form of  vocational  distorting effects of general  wage 
help s11ch persans progress to the  training to avoid redundancies.  subsidies. 
third catagory (training and work 
experience). 
Placement of partiaiiy disabled 
persans will temporarily be 
undertaken by l)te industrial 
insurance commines (this  is  at 
. present done by the medical 
services). Eventually, it is  planned 
that placement should be taken 
over by the. employment services. 
.. 
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81 6.  Young people 
6.1.  Basic Education and Transition to Working Life 
Vocational education in the Education System 
,,... 
82 
Compulsory education between 6-
1  S.  Compulsory part-time 
attendance up to 18  in ei1her 
school or training in an 
apprenticeship. · There are general, 
technical, and artistic streains 
which can lead to higher 
education and a vocational stream 
. which is aimed directly ·at 
employment. The status of 
vocational education is being 
progressively raised through 
doser links between technical and 
general education. Part-timè 
education and/or training can be 
combined with part-time work 
The universities focus upon 
academie education and scientific 
research. Higher education outside 
universities offers courses of  2-4 
years in duration preparing people 
for worlt. 
Compulsory education between 6-
16.  Secondary education contains 
core and optional subjects. 
Vocational education is an option 
(14-16). Post compulsory 
vocational education is provided 
1hrough vocational gymnasiums 
which offer 2-year courses leading 
to highèr levet commercial and 
technical qualifications, which can 
provide access to higher 
education. The universities 
provide degree courses in 
vocational subjects. The course 
content is adjusted to meet the 
needs of  the private business 
sector in fields of  job growth. 
Compulsory education between 6-
15. Compulsory part-time 
'education up to 18. The education 
system. is streamed according to 
ability and provides both general 
and technical education options. 
Vocational studies at school also 
provide access to higher 
education. Higher téchnical 
colleges provide 3 to 4 year 
courses directed to practical 
application, particularly in 
engineering and commerce. 
Universities offer a range of 
degree courses in vocational 
subjects. Technical universities 
specialise in technology and 
science based degrees. 
Compulsory education between 6-
16. Up to 16 education has a 
mainly academie orientation. Post 
16 students can choose. between 
technical-vocational or general 
education  .. Vocational· education· is 
provided in comprehensive and 
vocationallyceums and vocationlj! 
schools. The fll'St year provides a 
genèrat vocational orientation,· the 
second a sector and the third a 
more specifie occupation. 
Technological institutes provide 
alternance-based lechnical-level 
education. The Technical 
University at Athens provides 5 
years courses in technological and 
science based subjects. 
94 
Basic vocational education is part 
of  secondary leve! schooling 
between 12-16 and part of the 
"bachillerato" (16-18). Vocational 
education is also offered as  part 
of  post-compulsory "middle-leve!" 
education (from 16-18) and as 
part of "higher leve!" (18-20). It is 
provided on a modular basis with 
duration varying with the 
occupation concemed  ..  Those over 
the age lirnit can obtain access to 
the relevant levet by taking an 
entry examination. 
1 
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21.3  "  2L8  23,1 
Compulsory education between 6-
- 16"  Between li-13 the system is 
divided between general and 
vocational streams. At  15 the 
ohoices are to: take a one year 
altemance-based pre· 
apprenticeship course; transfer to 
the vocational lycee for a three 
year course leadiitg to a craft 
qualification; or,study at the 
gcneralltechnical lycee wlth a 
view to entering higher education. 
The final year of  university 
degrees can include training for a 
profession. University institutes of 
technology and high colleges 
specialize in scientific and 
technological studies. 
24.5  27.6  27.9 
Compulsory education between 6• 
15  (although most start at 4). 
There ·are two mainstreams 
academie general and vocational. 
For 16 •  18 year olds the leaving 
certificate vocational progranune 
provides 2 years tuition in a 
specifie technological area. Higher 
technical and business skills are 
provided by colleges of  fùrther 
education. 
28,5  .  2,8.~ 
Compulsory education 6-14 years. 
There are plans to raise the 
school leaving age and to 
introduce a new curriculum. The 
upper secondary-phase ( 14-18) 
provides general and technical 
strearns. Technical school courses 
last from 3-5 years and can 
provide genenl vocational 
education or lead to a 
qùalification for a particular 
profession. Universities provide 
degree leve! courses in vocational 
subjects. Free universities off  er 
the same degrees as state 
universities but are. privately 
funded and have no legal statùs. 
5.1 
7th to 9th classes  off~r vocational 
guidance for students according to 
their aptitudes and interest. The 
prepantory section of technical 
secondary education addresses  12· 
15  year olds who have difficulty 
in following the theoretical 
courses. The technical seconda!)' 
education prepares to a technical 
and vocational aptitude certificate, 
to the degr.ee of technician and 
technical. 
"Baccalaureat" 
The technical post-secondat)· levet 
provides education on alternance 
or full·time basis up to superior 
technician leve! higher technical 
education provides degree of 
technical engineer. 
11.4  11.8  15.0 
Compulsory schooling 5 • 16. 
There are two mainstreams 
general ànd pre-university; and 
pre-vocational and vocational. 
Post 16 there are  seni~r vocational 
education courses from  2 -4 years. 
Higher vocational education 
courses are provided by 
universities. 
In secondary vocational education 
there are two main types: 
apprenticeship and a school-based 
curriculum including a 
practice·period. Sectoral social 
partners are actively involved in 
defming the standards of 
qualification on the basis of 
profession· profiles, current po  licy 
is directed at strengthening the 
practice-component within 
secondat)' vocational education as 
a whole, l)laking way for variation 
between both standard types. 
At the levet of tertiary education, 
next to  academie education by 
uni\'ersities, there  is provision of 
higher vocational education by 
multi•sectoral institutes called 
"Hogescholen". 
The apprenticeship system is 
altemance-base.d with  1-2  days 
off-the-job training/education and 
provided on the basis of a 
contract be:tween  the  trainee and 
the employer. 
Compulsory education between 6 · 
•  15. The system is divided into 
two mainstreams general and 
vocational. Vocational schools for 
12 • 1  S year olds have been 
introduced to encourage more 
young people to take the 
, vocational option. After 
compulsory education thore are 
three streams of  vocational 
training: appunticeships, 
vocational school and technology 
courses, higher ·education 
institutions also offer.courses 
leading to vocational diplomas" 
l~cO  l(i.l  16.9 
Compulsory education between 5 
·.16, The  Techni~al and 
Vocational Initiative aims at 
increase the number of young 
people from  14 studyÎI\g and 
qualifying in  vocational subjects. 
General vocational :qualifications 
are being developed for entry into 
employment or progression to  -
higher education  ..  Much of further 
education is  vocationally oriented 
available on a part·time or full-
lime basis. l"n.iversities provide 
degree courses in vocational 
subjects which in sorne cases are 
altemance-based. 
'il 
83 Transition from school to  work 
Access to  initial training 
84 
Methods are being developed to 
draw up school curricula in the · 
light of the profiles of 
professional occupations. Work 
placements also fonn part of 
schooling. 
Apprenticeships for young people 
between 1  S-18 years can last 
between 6 months and 2 years 
and are provided by finns who 
must obt.ain approval for the 
training content. Longer 
·apprenticeships of  up to 4 years 
can be arranged which must 
provide a combination of general 
education and vocational training. 
l  Training work contracts are open 
to those aged 18·2S and Jast 
between 1-3  years and provide 
on-the-job training and work 
experience. For those 1eaving 
school under-qualified, access is 
provided to "promotion sociale" 
which is training designed to meet 
the abilities of the individual and 
provide them with relevant skills 
for the world of work. 
The vocational education option 
also includes vocational guidance 
including .visits and work 
experience to fmns and 
institutions. 
The "Education and Training for 
Ail" initiative aims to ensure ali 
young people a course of 
education on completion of  basic 
schooling. Initial vocational 
training courses last 2-4 years and 
are altemance-based. The college 
based element includes teaching 
universal and general subjects. 
V  ocational training by technical 
and commercial colleges and can 
be delivered on the basis of a 
training contract between a trainee 
and an  employer. 
Closer co-operation between 
schools and employers and 
employer associations are being 
developed, to enable young 
people to make infonned choices · 
about vocational options. 
Ali young people from  16 
onwards not in general secondary 
education must enrol in vocational 
school. Different vocational 
schools provide different types of 
vocational education depending 
upon qualifications leve! from 
school. The altemance-based dual 
apprenticeship system lists for 3 
years (although this can be 
shortened following studies at the 
vocational schools). One or two 
days a week are spent at 
vocational training colleges 
providing a combination of 
vocational and general education. 
Young people who le  ave the 
education system poorly qualified 
can benefit from a range of 
supportive counselling measures. 
For those who do me  et the 
demands of recognised 
occupations requiring formai 
qualifications, alternative training 
offers are made to suit their 
abilities. 
3 year apprenticeships are 
available post compulsory 
education: The ftrSt year is in an 
apprenticeship training centre, the 
second and third years are 
alternance-based. Intensive 
training courses are also available 
to unskilled, lowly-qualified 
young people (18-26) for 6 to 9 
months at vocational training 
centres. 
The school curriculum includes 
periods spent training in Work 
Centres and/or in enterprises. To 
promote integration and 
recruitment apprenticeship 
contracts have been agreed. They 
combine work experience arid 
training in the theory of the 
occupation chosen, leading to a 
vocational qualification. At the 
regional leve!, employers and 
educational authorities are 
involved in planning the provision 
of  training to assist the transition 
from ·school to. work. 
ln order that young people do not 
leave the education system 
unqualified, a "social guarantee or 
a training guarantee" which 
consists of a number of special 
programmes is being 
implemented. This will enable 
young people to receive training 
integrating them into the labour 
market or to provide access to 
training at the "middle-leve!" for 
up to 2 years. Young people 
under 25  insufficiently qualified 
can also benefit from initial 
training provision. FRANCE 
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Worl<  placements for pupils are 
part of the school curriculum. 
Young people leaving the 
education system have the right to 
vocational guidance. Through 
local initiatives the curriculum can 
be  adapted to  meet the labour 
market needs of the region. 
Young people have the right to 
vocational training after leaving 
school. Apprenticeships last for 1· 
3 years and are  open to  16-24 
year olds. There are a range of 
employment and training contr&cts 
that provide young people 
between 16'25 with altemance-
based \vorl< experience and 
training for short-term periods 
ranging from 2-8 months.  Sorne 
of these focus.specifically on 
helping young people without 
qualifications. In addition there 
are  longer-terrn training  contracts 
lasting .between 6 months to  2 
years.  State training centres can 
pro,'ide young people  1-3 years 
training. Training credits enabling 
. young people to work towards a 
qualification ''"ithout a set time 
limit are  being developed. 
Vocational schools are run  by 
vocational education committees 
on which l.ndustry is represented. 
At  1  S there is a trans.ition year or 
a vocational preparation course 
which provides an  introduction to 
worl<  experience for pupils 
continuing in education. Worl< 
experience is provided for 16 '  18 
year old studying for the Leaving 
Certificate. Vocational_Prograrnme. 
Apprenticeship usually Iast 4 
years with the ftrSt  year based in 
training centres and regional 
technical colleges. The remaining 
years are alternance based. The 
social  guarantee for young 
people has developed training 
programmes for: low-qualified 
school leavers and  thos~ whose 
skills are  inadequate for the 
labour market; you~g people 
completing the leaving certificate 
as a preparatory course for 
employment. 
Publicly tùnded full-tinte initial 
training courses are available for 
unemployed young people who 
have fmished their compulsory . 
education. They usually last 2 
years and can lead towards a 
qualification for a particular 
profession. Initial training is  also 
•  available to those completing the 
non-compulsory upper secondai)'· 
phase and varies in duration from 
3 months to 3 years. 
Apprenticeships are àltemance-
bàsed and can last from 3-5 years. 
Training worl<  contracts are  open 
to people from  1  S to 32 (in sorne 
regions) and provide 
uncertificated wo.rk-based training. 
This  is  a commonforrn of 
training provision for unqualified 
young people. 
The "worl<-life" project aims to 
raise pupils awareness about th.e 
world of worl< and help to inforrn 
choices about vocational 
education.  Work placements are 
provided for sorne pupils. 
Unemployed students from · 
complementary classes worl< in 
practical training workshops for 6 
•  12 months. 
Apprenticeships last from 2 - 4 
years and are based on a contract 
between trainee and employer. 
Unemployed young people 
leaving school without 
qualification, participate in 
\'ocational· orientation and 
initiation courses which provide 
vocational education in 
accordarice with the individuals 
needs and may include. sorne in-
firrn training. Job search support 
and advice are also provided. 
Work placements are available for 
sorne pupils 
(Jeugdwerkgarantieplan). 
Professional information centres 
also help school leavers to 
integrate into worXing lite through 
counselling and guidance. 
Regarding the underqualified 
target gtoup, the govemment uses 
a mix ofpreventive .measures to 
diminish unqualified outflow of 
the educational system and 
additiona.l schooling-facilities 
linkèd to job-placement for this 
category. 
The apprenticeship system is 
altemance-based with  1 • 2 days 
off-the-job tràiningleducation and 
provided on the basis of a 
contract bet'ween the trainee and 
the employer.  A follow-up 
network bas beèn set up to 
provide ad vice and support. to 
young people up to 23  who have 
not obtained at !east a craft-level 
qualification. Additional basic 
education, literacy and numeracy 
and vocational preparation courses 
are available to young people 
with few  qualifications. School 
leavers. without qualifications can 
also obtain  an  "èducation credit" 
which can be  used to  develop 
self-employment opportunities. 
Training is  being .introduced into 
ali vocational courses aiming to 
provide a work-like context.  This 
bas been almost completed in 
technology and vocational 
schools. 
Apprenticeships are open to  14 • 
24  year olds and last from  1 • 4 
years. In  1991, the  govemment 
and the social partners signed an 
agreement to guarantee at !east 
one year initial vocational training 
to  young people, in particular for 
those leaving the education lowly 
or unqualified.  Pre-training 
measures are available to help 
those lowly-qualified to equip and 
prepare them for a training 
course. 
UNITED  KINGDOM 
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To  support the transition from 
school to work.,  in  1992  sorne 90 
% of pupils  undertook worl< 
placements.  Funding is  available 
to promote partnerships ben;·een 
local education institutions  and 
employers, including teacher 
exchanges compacts in which 
ftrms offer jobs/training 
opportunities to young people 
achievingattainment/behaviour 
targets. 
Ail  16 • 17 year old young 
people are guaranteed a place on 
a 2 year programme of youth 
training.  This  can include 
preparation courses to improw 
basic  literacy· and  numeracy. 
Y  outh credits are being 
progressively _introduced  for  16  · 
17 years olds.  They have a 
fmancial value and can be 
exchanged for training leading to 
a recogniZed  qualification. 
Modem apprenticeships for  16  · 
17 year oldsand Accelerated 
Modem apprenticeships for  18  · 
19 year olds  are  also being 
i.ntroduced  providing work-based 
training leading to  a craft Jeye 1 
vocational qualification. 
~~· 
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6.2.  Promotion of voung employment 
Training and occupalional  Training and Job OfferA.cts  Promotion of  preparatory  Subsùly for  f~nt-time  jobseekers~  Aid to young people hired under 
integra/ion for young people  In 1981 the Job Offer Act gave a  vocalional training measures for  Subsidy for the long-term  an apprenticeship contract, 
Possibility of recruiting young  high priority to measures to assis!  young people  unemployed aged between 15  and  vocational training for young 
people under 30. without  young unemployed persans. The  Various preparatory courses (up to  29.  unemployed persans under 16 
experience for 1 year on 90%  act was revised in 1988 when the  1 year's duratÙ>n). for young  Accelerated .. ocalional training  years of age to catch up on their 
salary; in the ·event of l't'cruitrnent  Training Offer scheme was  people difficult to place in  (See point 1  ).  basic education; training-cum· 
on an open'ended c"ntract: for the  introduced. Unemployed persans  employrnent  wolk for young people under 25 
second year: 10% reduction in  under the age of 25  recei\'e the  Job crea/ion programlltL (ABM)  years of age following courses of 
employer's social security  job offer after being unemployed  See point 7.  vocational training; vocational 
contributions.  for one year. The person can  The intensive promotion of  training for persans under 
Alterna/ion of  employment·  participate in training acti\'ities for  vocational training in accordance  25Jbetween 25  and 30 years of 
training·  up to 3 months of the job off  er  with the Employrnent Promotion  age. 
For young people aged 18.-25  period. ln the private sector the  Law bas proved successful in  The conversion of  practical wolk 
with few qualifications.  job offers shall be of  at !east 9  countering the risk of youth  contracts or training contracts to 
Exemption from payment of  months' duration and in the public  unemployrnent, as have measures  permanent conttacts is subsidised 
social security contributions  sector at !east 7 months.  to promote continuing training  with up to PTA 5  50  000 financed 
during part-time employrnent  Unemployed persans un der the  and retraining.  by MTSS and the European 
Disadvantaged young people  age of 2.5  are entitled to a training  Social Fund. 
See point 4.  allowance while participating in 
Unemployed people diff=lt to  education/training of  their own 
plo  ce  choice for a maximum period of 
See point .5.  two years. The arnount of  the 
Recruitment subsûly  training allowance corresponds to 
See point 5.  .50% of  the maximum rate of 
Pronwting the employment of  daily cash benefit. 
groups of  unemployed  pers  ons at 
risk 
See. point 5. 
.. 
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Specifie measures for young  A number of  advisory, guidance,  Started in  1992 and based on the  V  arious specifie me  as ures are 
people leaving the education  assistance and occupational  Y outh Employment Guaranteee  aimed at young people:  . 
system without adequate traUUng  integration measures for young  ACt (Jeugd werl<:  garantie plan),  -apprenticeship system (sandwich 
are already in place. FAS, the  people han been available since  training and worlc experience is  training); 
Training and Employment  1978; introductory training  offered to unemployed persons  -occupational integration of young 
Authority, in conjunction with the  periods, temporary auxiliaries,  aged 16 to  21  years and  people through integration 
Educational services,. operates the  preparatory training period in a  unemployed schoolleavers.  allowances; 
Youthreach programme, the  company for young people (on  • creation of  jobs for young 
Comrnunity Youth Training  the basis of a frameworlc  people by waiving social security 
Programme and the Options  agreell)ent signed in 1984  contributions; 
initiative for school leavers. The  between the employment service  • business start-up incentives for 
aim of  these programmés is to  and the Fédération des Industriels)  young people; 
enhance the training and worlc  (certain points amended-in 1994).  • tra;,;ing and employment 
experience elements for these  programmes for young white-
young people in arder to facilitate  collar worlcers. 
progression to mainstream 
education and training and 
ultimately to employment 
--------
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Insertion contracts (emplois-
trempün) (FraM~K'Ork  Plan) 
Any job-seeker aged less than 30 
on recruitment and whose period 
of employment does not excéed 
six.months may be employed 
under an insertion contracl 
During the fli'St  12 months the 
employee is  entitled to 
remuneration amounting to  at 
!east 90% of  that eamed by à 
worker performing comparable 
tasks within the same company. lt 
is therefore possible that the wage 
eamed is below the secto'ral 
minimum wage. Young workers 
employed under insèrtion 
contracts are equal in stàtus to 
trainees during their flfSt year of 
employmenl 
Guaranteed emplaymort for the 
young long-term unemployed 
(Flemish region). Target group: 
young people of Jess than 25 
years of age who have been 
unemployed for a long time (  + 2 
years ).  Guaranteed employment in 
public companies.. or 
administrations and the quatemary 
sect!)r.  The employer receives the 
minimum wage from the Flemish 
govemment. 
Act on Local Activation 
The municipalities have to give 
young cash benefrt claimants 
under the. age of 25  an  activation 
offer of at leàst 20 hours a week 
for six months, at the latest when 
they·  have be  en withotrt a job for 
13 weeks. During the activity 
period the young persons under 
25 will receive a youth allowance 
calculated according to the same 
cules  as cash benefits. The youth 
allowance is also paid to young 
persons under the age of  25  who 
take part in special activation 
programmes, special training 
aotivities and voluntary and 
unpaid activities. 
The municipality can offer to 
prepare a guidan~e and 
introduction programme for the 
cash benefit claimant before the 
activation programme is started. 
This programme can have a 
duration of up to 6 weeks and 
will most often result in the ' 
formulation of an individual 
action plan. 
Training prograltllfU East 
The Federàl Govemment has 
· decided to implement a "Training 
Programme East''. The aim is to 
ensure that this year, as  last year, 
every young person in the new 
Uilder receives a training 
opportunity. The cost, estimated 
at D!>f  500 million, can provide 
for up to 10 000 training places in 
East Germany. 
Apprenticeship con  tracts 
Apprenticeship contracts are to  be 
regulated by Law  10/1994 of 19 
May. 
The aim is to encourage the 
occupational integration of young 
people with no specifie vocation 
by reducing social secùrity costs. 
Duration: 6 months to 3 years. 
Remuneration: fixed by 
agreement, btrt not Jess than 70, 
80 and 90% of  minimum wage 
during the fii'St,  second and third 
year respectively. 
Beneficiaries: young people under 
25  withotrt a diploma. 
Social security costs:  employer 
must pay a single contribution 
covering health insurance, 
accident insurance, etc. 
Traineeship contracts 
Aim: to encourage the integration 
of young people with no job 
experience. 
Duration: 6 months to 1 year. 
Remuneration: fixed by 
agreement, but not Jess than the 
minimum wage or 60% of  the 
agreement-based wage for an 
equivalent job (75% during 
second year). 
Beneficiaries: such contracts may 
be offered to university graduates 
and persons with medium or 
higher leve! vocational training 
qualifications or officially 
recognised qualifications 
aulhorising them to exercise a 
profession, within .4  years of 
obtaining such qualifications. The 
job must allow them to obtain 
practical experience corresponding 
to the leve! of study they have 
reached. FRA;'JCE 
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Subsidiesfor companies 
The  Prime Minister is 
encouraging integration by 
offering a subsidy to companies 
for any young person taken on, 
regatdless of qualifications.  The 
subsidy will be  paid to any 
.:ompany which emplo.ys  for a 
minimum of 18  months a young 
persan who has  never been in 
. stable  employment.  The subsidy 
will  be paid monthly for 9 months 
and  willl amount to FF 1000 per 
mohth  and FF 2000 if  recruitment 
takes place before 1 October. 
The conclusion of an employment 
contract lasting at !east 18 months 
with a young person aged from 
16 to  under 26  (not entitled to 
benefit under the employment 
insurance scheme) between 
5:04 94 and 31/12/98 entitles 
sorne  employers to  receive flat· 
rate assistance of ECU  1  S3  per 
mon th  from the  State (or ECU 
306 per month in the event of 
recruitment before  1!10/94) for 9 
months. 
Company agreements 
The  ~!inistr)• of Employment bas 
con.:luded four agreements at 
.:ompany leve! on the employment 
and training of young people: 
•  at  Co\"ed, recruitment of 100 
yoÙng job-seekers un  der a 
training contract; 
àt Philips, 200  young people 
ta.i.:en  on under an 
opprontiœship or training 
,::,)ntra...:t~ 
at  Darty, the group has 
undertaken to  create some 200 
_lobs  at  nationallevël, i.e.  30./o ·of 
.its  a\"erage \\·orkforce; 
Apprenticeship contract 
A new apprenticeship .syste~ 
based on pre-established criteria 
has already been introduced {the 
previous system placed a great 
deal of emphasis on the 
employer's assessment and was 
ba5ed on thê" time spent in 
apprenticeship  ).  The normal 
duration of an apprenticeship for 
each trade will be determined by 
the training, education and 
development requirements of each 
·  trade, and is the subject of a 
review during !994. 
l'outhreàch 
A programme to  provide up to 2 
years' duration of co'ordinated 
foundation training, education and 
work experience for those young 
people in  the  1  S·11 age group 
with little or no formai 
educational qualifications. During 
1992 approx. 2800 youths 
panicipated at a cost of Ll2m. 
On-the-job work experience 
·for young persons or workers 
encountering great difficulties in 
reentering the labour matket 
measures have been implemented 
regarding on·the-job work 
experience. 
Work training contracts · 
A govemment decree has 
extendcd work-training contracts 
(two,year fixed-term contracts 
with incentives (or employers) up 
to the age of 32 (the previous 
limit was  29 years). 
Since !.1.94, there has been a 
formai guarantee of a job for ali 
unemployed (+ 6 rnonths) up to 
21  years and ail  unemployed 
schoolleavers under 24 years of 
age. 
Since In  /94 employers have also 
been required to report annually 
on the general position of 
minorities iri firms  with more than 
35 employees. Th.ese reports have 
to be submitted to the Chambers 
of Commerce and are accessible 
to the public. 
New approach to apprenricesltip 
By  an  agreement between 
employers and trade  unions the  / 
Standards-Based Apprenti.eship .. 
for the  individual, leads to  an 
intemationaH)· recognised  .:-rar1 
qualification. 
.Uodern apprenticeship 
From  1995, ali  16 and  17-year 
old school-leavers in  England  \\ii\ 
be  offered work·based training··to 
National \'ocational Qualification 
(NVQ) leve! 3 ··equivalent to  ··.-\·· 
Leve! standard.  Pil~ts in  a range 
of occupational sectors will 
operate from September 1994. 
Accekrated ,\ladern 
Appreniiceships 
From  1995, a new work-ba.sed 
route for  18  and  19  war old 
school and  college lea\"ers  leading 
to  at !east NVQ leve] 3 will  be 
opened up by establishing 
delivery frameworks m ali 
industrial sectors \\'ho  wish  h' 
participa!<. 
';rf 
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Measures beirtg prepared 
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Compagnie de Suez has 
committed itself to promo  ting 
the recruitment of young job-
seekers and developing an 
integration policy into îts 
sandwich training progranune. 
Young people under :26  wîll 
make up :2% of  the workforce. · 
Young people's reception centre 
The plan to provide a local 
reception and guidance centre for 
young people under the fivecyear 
law is set out in the law. 
Youth Guidance Centre 
Enshrined in the 5-year Law  is 
the requirement to establish· local 
information and guidance centres 
for young people by the end of 
the period of appli.:ation of the 
law. 
Youthstart 
The feasibility of introducing a 
comprehensive employment arid 
· training scheme for school-
leavers, with the objective of 
integrating the provision of ali 
initial training for new entrants to 
the labour mlllket, within the 
frameworl<. of  the Youthstart 
concept, is  currently under 
examinatiçm. 
Short-duration traineeships for 
young people in  finns to  help 
them choose a career. 
UNITED KINGDOM 
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Apprenticeship systems 
A new- apprenticeship sys.t>:rr;  \\·i]J 
be  introdu.;ed  based. on  pr<-
established criteria (the  pr<Ywus 
system .placed  a great deal of 
emphasis on the ernployds 
assessment and was based  ..:-n  Ùh' 
tirne spent in. apprenticeship  :1 
Experinumtal programmes 
A  cornparison o(  the effectiwneS> 
of two new ways of he·lping  18  to 
24 year olds uneniployed for a 
year or more: the first,  "1-:-1" 
will assign participants to  an 
individual advisor for a seri« of 
six job search interviews.  Th< 
second, a "\Vork\Vise Cours:" is  a 
new four.week assessment :md 
jobsearch course (know as 
"Worklink" in  Scotland"). 
fil 
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7.  Nèw requirements 
Situation 
Measures  Local employment agency 
Possibility for the 1ong-term 
unemployed to perform 60 hours 
of paid employment per month 
for. individuals or associations. 
(Changes in respect of local 
employment agencies introduced 
on 1/5/94 - see recent measures) 
Promotion of  employment in the 
non-commercial slictor 
These are activities for !Usabled 
people and  minors. 
In accotdance with certain 
collective agreements, subsidy 
equivalent to 2% of  the wage bill 
- employers' contributions. 
Recruitmmt of  domatic staff 
Exemption from employers' 
contributions on recruitment of a 
wholly unemployed person (who 
bas been receivirig benefit for at 
!east 6 months) as a domestic 
employee. 
Exemption from social security 
for home helps 
For employment limited to 4 
hours per day. 
Troisième circuit de travail 
Payment of 95% of wage costs 
and social security. contributions 
on recruitment oflong-term 
unemployed people in the non-
C0mmercial sector; the  work must 
mee! community needs which 
cannot be met othenvise. 
Possibility of remuneration but 
retention of 10% of  the subsidy 
calc~lated on the basis of 100%. 
PRIME programme 
A  variation of  the  previous 
programme for the region of 
'.>.'allonia. 
Employment projects 
Improving job opportunities for 
young people and other specifie, 
groups at risk by irnplementing 
projects which would not 
otherwise have been irnplemented 
by local authorities and private 
organisations.  Financing cornes 
from a central fund. 
Improving housing 
Programme launched in 1990. 
Subsidies of up to 50% of wage 
costs provided by individual 
ownel'$ of bouses or flats  for 
renovation. Impact: approximately 
50QO jobs created, DKR 1 billion 
public expenditure per year. 
SPAIN 1 
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Domestic emp/Qyment 
Law of3lll2f91 grants tax 
deductions to private individuals 
who employ workers in the home 
(l2.500fhome) (Impact: 30.000 
full·time equivalent jobs created). 
Social economy 
(law of 13/7f92 and law of 
1217185). 
Agencies foi the integration of 
the unemp/Qyed 
{laws of 27'!187, 30/7187 and 
19/12/89). 
Organisation of  the supply of 
workers. 
Childctue aUowance 
Paid to households employing a 
person at home. 
Local deve/Qpment 
The government's Local 
Development Programme 
recognises the importance of a 
local dimension to enterprise and 
employment creation and the 
importance of developing the. 
capabilities of  local communities 
to contribute to tackling 
unemployment .and pursuing local 
development. 
Childcare act of  1991 
which. regulates the organisation 
of childcare. 
Social cooperati•es 
Laws of 8/11/91  (381191) and 
266/91  on voluntary 
organisationS. 
" 
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Voluntary workfor the 
unemployed 
Unemployel people may work 
voluntarily for non-profit-making 
organisations without Joss  of 
unemployment benefit. 
Local etnployment agency (Royal 
Decree of  1  015194) 
This Decree provides for the 
automatic registration of  the long-
teno unemployed with a local 
employment agency,  which helps 
them  to fmd work (max. 45 
hours a month) with individuals, 
associations, local authorities or in 
agriculture or horticulture. 
Employers benefit from a 30-40% 
tax reduction depending on 
eamings. 
Securily contract 
Extension to "medium-sized" 
towns of security contracts which 
create employment by making 
towns safer. 
Local recrtuitment plan 
(W  allo  nia region) 
To al)ow municipalities to employ 
young long-lerm unemployed 
persons for a maximum of 3 
years.  Funding is  provided by the 
region and the intennunicipal 
energydistribution companies. 
Social workshops (Fkmish 
region) 
Unemployed persons who cannot 
be.integrated into the normal 
labour market are given work in 
social workshops funded on an 
experimental basis l>y the Flemish 
govemment 
Act on Local Activation 
See point 6. 
Private homè service initiative 
Since 1/1194, an allowance of 
DKR 65  per hour has been 
offered to households which 
declare work done in the home 
(e.g. washing, cleaning, 
gardening).  The measure has 
been adopted for 3 years. 
Job creation schemn (ABM) 
Workers on job creation schemes 
are required to lake up regular 
employment even if  this involves 
work on a fixed-term contract; 
previously those on job creation 
schemes were only forced to 
accept paid work on permanent 
contracts. The aim of  this change 
is to emphasise the priority of 
non-subsidised employment over 
job creation schemes. 
Extension of  productive 
etnplaynumt promotion 
Producth•e employment promotion 
has now been extended to the old 
Un  der in the context of the 
environment, social services and 
youth aid. As in the new Linder, 
assistance  is  limited to the end of 
1997, white the duration of 
assistance per individual person 
may not exceed 2 years (as 
opposed to 3 years in  the new 
Ul.nder). 
Business creation by the 
. unetnployed 
Unemployed people who set up 
their own businesses. can receive 
grarits equivalent to the 
unemployment benefit or 
assistance they previously 
received, for a period of 26 
weeks. 
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Back to  Work Allowance 
A new social security allowance 
called Back to Work Allowance 
was introduced  in  S~ptember 
1993. This allows the long tenn 
unemployed to retum to  ' 
employment (or self-employment) 
and tp retain 75% of  their 
previous unemployment payments 
for  12  months and 50% for the 
second 12 montilS: 
Law 236/93 Fund for the 
employment of young people in 
cultural activities, tourism, social 
services in Mezzogiorno. 
Environment programme 1994-95 
pursuant to the environment law. 
Programme on residential 
buildings (renovation)c 
The  ~.linister for Enterpris  .. e alld  1  Decree-law.  s 32/94 and 178/94 on 
Employmenf. launched the  socially useful employment. 
Community Employment 
Programnte .(CEP) with the aim of 
employing 40 000 people by the· 
end of 1994 . The CEP is  open to 
people who have  been 
unemployed for more than one 
year, those living on !one parent's 
assistance, people ôver 21 who 
are on long-tenn unemployment 
assistance and referrals from the 
rehabilitation board. Sponsors can 
be  public or voluntary bodies who 
wish to carry out projects which 
\•·ill  be of benefit to the 
Community (handicapped and 
eldèrly people, education, 
restoration of historical buildings.) 
There are plans to create 40 000 
new jobs in the fields of safety, 
health and childcare. 
A new measure enables 
unemployed persons undergoing 
training to cany out activities in 
non-commercial sectors of  the 
economy. 
Communily Acrùm Progra"""" 
The Govemment has  introduced 
the Community Action 
Progranune for  people who  haw 
been out of work  f~r 12  months 
or more.  The purpose of this 
programme  is  to pro vide  a 
stepping stone back into 
employment by  offering 
opportunities to  do  part·time 
work of benefit to  the  local 
community (which can include 
the  environm~nt), combined with 
extra help in ]ooking for work. 
The programme, which started 
last year and will provide a total 
of 95  000  opponunities, is 
provided by organisations chiefl, 
in  the voluntary or charitable 
sector. 
Care in the Communily Act 
(1990) implemented in  1993. 
The  local àuthorities ha,:e been 
given the responsibilit\· of 
organising in a quasi-m;>rket 
framework care  services for 
. elderlypeople, the mentally ill. 
disabled people, and people w1th 
le.arning  difficulties. 
'fS'. 
~-\1easures being prepared  Chèque-service 
Work is currently in progress on 
the possibility of  using cheques 
for certain services which offer 
fiscal and quasi-fiscal concessions 
in order to promote the 
development of community · 
services. 
Starter concerns 
The aim here is to encourage the 
recruitment of  job seekers with 
major difficuhies in fmding work. 
Starter concems offer services 
which come under the "social 
economy". Encouragement takes 
the form of reductions ifl social 
security contnbutions in addition 
to the assistance provided by the 
regional authorities. 
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Recommendations of  the task 
, force on small business 
Government's local deve/opment 
progrant/IU! 
33 areas chosen with creation of a 
partnership company for each of 
them. 
Framework law on social services  The govemment has started to  The authorities have lliunched a  Job creation under local/regional 
being prepared.  examine the possibilities of  survey to  investigate the scope for  development plans: at the 
-developing new employment  a system of ".service cheques''.  initiative of bodies associated 
basins  This is  likely to revea! a need for  with regional development, local 
personalised service.  development projects may be 
supported in  ordèrto ·respond to 
new needs to  improve the quality 
of !ife  and at the same tùiie avoid 
depopulation of regions suffering 
industrial decline or rural exodus. 
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Ref. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
Heading 
Population: median age  1990 &  20  10 
Increase in the working-age population between 1985 and 1990 
Dependency ratio of the elderly  1990 &  2010 
Sl'vffis'  (<100 employees) contribution to  totaremployment (1988) 
Total employment (annual% change) 
ODP (annual% change) 
Consumer priees (annual %change) 
Employment. rate 
F  emale employment rate 
Unemployment rate 
F  emale unemployment rate 
Percentage of persons below the poverty line 
Percentage enrolment  15-18 years 
Percentage enrolment  19-22 years 
Percentage eflrolment 23-24 years 
Knowledge of data processing (%population 15-24 years) 
Post-compulsory education (% active population >25 years) 
Post-compulsory education (% active population 25-34 years) 
Temporal)' employment (% of total employmenl) 
Self-employment (% of total employment) 
Undeclared employment(% ofGDP) (1988) 
Productivity (1  000 ECu') 
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